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ABSTRACT

Terheide, Donald B. Ph.D., Purdue University, May 2016. Utilizing the Signaling Theory
in order to Enhance Minority Recruitment in Law Enforcement. Major Professor: James
L. Mohler.

Minority recruitment has been an emphasis for law enforcement agencies for
decades. These agencies have attempted to recruit minority officers through different
venues, including college visits, career fairs, advertising, high school visits, community
organizations, and other avenues in an attempt to have their department more
representative of the community. However, there has been a limited amount of research
on the potential applicants’ perspective concerning how these recruiting efforts have
persuaded them, and the messages conveyed to the applicants.
This dissertation has been written utilizing the Signaling Theory, and determining
what signals are sent to minority applicants, and how they are sent. Because the current
research was limited in this area for law enforcement, a qualitative research approach was
employed in order to understand the perspectives of current law enforcement recruiters,
current minority police officers, and current undergraduate criminal justice students. With
these perspectives, a consolidated viewpoint was gained that will enhance the ability of
police departments to become more representative of their community.
In this research, eight questions were asked of each group and their viewpoints on
recruitment ideas, messages conveyed to applicants, testing apprehensions,
discrimination, and utilization of police recruiters were discussed. The viewpoints
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expressed by each of the interviewees was open ended and information was garnered in
an attempt to add to the knowledge in this area.
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CHAPTER 1: INTRODUCTION

Since the early 1970’s, when Michael Spence utilized the Signaling Theory in
regards to predicting economic impacts, others have utilized this theory in a wide variety
of arenas. One of the most fascinating areas where this theory can be utilized is human
resources and minority recruitment; particularly the area of law enforcement. In the mid
and late 1970’s, several large municipal police departments entered into Consent Decrees
with the federal government to increase the hiring of minorities. The goal was to better
represent the population of citizens they were policing. Most of these Consent Decrees
spanned 20 to 30 years, and have expired with minimal success. Some police agencies
continue to follow a voluntary Consent Decree with respect to the hiring of minorities.
My interest in this area was peaked when I was the Executive Officer in the
Administration Division for a large Midwestern police department. Our recruiting efforts
targeted minority populations and included advertising media such as newspapers,
television, radio, billboards, college career fairs, and movie trailers. Upon observation of
what other large agencies were doing, it was discovered that they were conducting their
recruiting campaigns in a similar fashion. Also of notice was the lack of knowledge in the
area of what our potential applicants wanted to see. The decision was made very early in
my pursuit of a Ph.D., that this was an academic and professional void. For these reasons
I decided to do my research and dissertation in this area to enhance minority recruitment.
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In the late 1990’s, with most Consent Decrees expiring, the Supreme Court issued
their ruling on a term called “Banding”. Banding allows a company to hire an applicant
if they fall within a certain group of applicants. The idea behind Banding was not to go
straight down a list, but to determine if someone who scored a 92.3% on a test is superior
to a person who scored a 92.2%. Hence, a band was created that runs from 85% to 100%
if a skill set for these applicants is not substantially different. Essentially, a company can
hire anyone within the band.
While both of these applications attempted to limit the negative impact on the
hiring of minority applicants, one important point had been missed: how do law
enforcement agencies get minorities to apply? According to Kalev et al. (2006), it is clear
that the idea of targeted recruitment is important to attract qualified applicants. In further
support, Thomas and Ely (1996) showed, through their research on improving
organizational culture, that making everyone feel welcome and important is also an
essential element. Turban and Cable (2003) suggest “that firm reputation influences the
number of applicants who apply for positions in the firm. Furthermore, although firm
reputation was weakly related to the quality of the applicants who applied for positions,
reputation was related to the quality of the applicants interviewed by the firm” (p. 742).
According to Edelman (1990); and Meyer and Rowan (1977), it was clear that
specific goals and objectives must be maintained, or they may fall by the wayside as
other priorities take their place. To further support this idea, in 2005 the U.S. Department
of Labor, indicated that members of a company should be responsible for tracking these
goals. It is ironic that Barber (1998) wrote that there was very little inquiry on how
employers actually recruit new employees.
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One limitation that needs to be noted, is the ability to attract minorities to an
occupation where pay is lower, hours are irregular, and working conditions are not
always the most desirable (Allen, 2003). As described by Lott, (2000), the importance
and diversity that minorities bring to law enforcement is essential. Lott (2000) showed
through his study that employing minorities is important. The study showed that the rates
of crime were elevated in areas where ethnic minorities resided in overcrowded
conditions. In these areas, Holdaway (1997) showed how community perceptions were
impacted when there was a lack of diversity.
1.1. Scope
The way in which these messages are communicated is essential to the success of
a company’s mission; that is, encouraging recruitment, selecting the best candidates, and
retaining them as law enforcement officers. Many of the ideas that will be discussed in
this dissertation support the ideas of attraction, selection, and retention covered in the
1987 seminal work of Schneider. In addition, many prominent scholars such as Rynes,
Turban, McKay, and Avery, along with others, have expanded on the work of Spence
(1973) in the propagation of the Signaling Theory. One of the main points of this
dissertation will be to determine what signals are sent to potential minority applicants,
and how these signals can be utilized to enhance recruitment. Avery and McKay (2006)
might have said it best: “targeted recruitment cannot be improved without first
understanding why previous efforts have failed” (p. 178). Given this information, how
can an agency interpret the signals given to minority applicants to improve its practices?
This statement is supported by Chapman, Uggerslev, Carroll, Piasentin, and Jones (2005)
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who stated “there is a need to collect more empirical data on many of the predictors of
applicant attraction” and “a handful of studies are responsible for most of what
researchers know about job choice by real applicants” (p. 941).
In this study, signals were gathered by using a qualitative analysis approach.
Through the use of interviews of current police recruiters, current minority police
officers, and current students attending one prominent African American University, one
regional university, and one small inner city university, information was gathered to will
determine the signals sent by law enforcement agencies in the hiring process.
1.2. Significance
This dissertation is not about debating the virtues of the Signaling Theory, but
rather, how utilizing it along with other theories can enhance recruitment efforts. As
many large municipal police departments continue to strive for increased numbers of
minority police applicants to match the public they serve, their recruiting efforts continue
to fall short. The main thrust of this dissertation is to view hiring from the minority
applicant point of view. This view was gathered from a pool of applicants in criminal
justice programs, which is the strongest set of applicants for this field. This information
can assist law enforcement agencies in crafting a more comprehensive and successful
recruiting efforts.
1.3. Definitions
The following definitions will appear throughout this dissertation:
Banding: A hiring process set forth by the U.S. Supreme Court in regards to hiring
applicants. After several discrimination and reverse discrimination lawsuits, it has
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been viewed as a fairer and equitable hiring measure. Since applicants are usually
separated by hundredths of a point, the basic rule behind banding is that an
applicant who would score an 82.3% on a hiring process is not significantly
different than an applicant who scores 82.2%. A band, or range, would then be set
encompassing the acceptable candidates, and any applicant can be chosen from
within the band.
Consent Decree: A formal document many large municipal agencies (police, fire, city /
state governments) entered into with the federal government regarding minority
employment. The idea behind this document was to set hiring goals regarding
minority employment for their agency.
Equal Employment Opportunity Commission (EEOC): “The U.S. Equal Employment
Opportunity Commission (EEOC) is responsible for enforcing federal laws that
make it illegal to discriminate against a job applicant or an employee because of
the person's race, color, religion, sex (including pregnancy), national origin, age
(40 or older), disability or genetic information” (EEOC website, 2013, Overview
Section para. # 1). They are also charged with the investigations of Consent
Decrees and Banding complaints when brought to their agency.
Signaling Theory: This was a theory designed by Michael Spence in the early 1970’s to
discuss economic indicators in the market that signal changes. As the theory has
progressed over the last 40 years, it has been utilized in a variety of areas which
includes human resources. With this theory, applicants will utilize signals sent by
employers to determine if they will fit within this organization. Sometimes if
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signals are incomplete, applicants will take the signals they have, and utilize their
experiences to fill in the blanks.
1.4. Assumptions
The following assumptions apply to this research:


In order to create a more successful recruiting strategy, knowing the thoughts
of the target market is essential.



Knowing the thoughts of the target market will enable the employer to utilize
advertising media more effectively.



From this qualitative study, information was gathered to implement a
successful hiring process, and a quantitative study could be developed
afterwards to evaluate its success.



Individuals who participate in the survey instrument gave their honest and
open feedback so accurate conclusions could be drawn.



The survey instrument was fair in nature, was not leading, and was easy to
interpret and gather data.



Further research into other occupations and professions can use this study as a
model to evaluate and increase diversity in their own professions.
1.5. Limitations

While the goal was to answer every question with the research project, limitations
and a main focus are essential. The following are limitations with this study:


While the main study focused on the recruitment of African American applicants,
interviews were conducted with females and individuals of Hispanic descent who
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are also considered underrepresented. However, the thrust of this dissertation is
on the main ideas that attract African Americans to law enforcement as a
profession. While one would agree that it is important to encourage females and
individuals of Hispanic descent to seek law enforcement as a career that would
need to be covered by an additional study.


The data gathered from this study principally focused on the viewpoints of
African American criminal justice students, current minority law enforcement
officers, and current police recruiters.



Only three universities were surveyed. Two were from the Midwest, and one was
in the southern portion of the United States. Viewpoints in other parts of the
county or world may vary.



Officers interviewed were employed by two police agencies. One in the Midwest,
and the other in the southern part of the United States. However, viewpoints from
other officers could be different than those expressed in this research.



During the data collection phase of this dissertation, there were several national
incidents between various police departments and minority communities. This
would include Ferguson, Mo., New York City, and Baltimore Maryland. This
strife could have impacted the responses I received for survey requests.



This research only dealt with responses to interview questions. A mixed methods
approach could have provided other statistical data that could have been
beneficial to this research.
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Interpretations of the themes presented by the research data are by the author.
Only the information provided by the participants can be utilized, and
assumptions on what an individual means has been limited.



While several themes were discovered in this research, only the highest
percentage themes are discussed in the review and discussion portions of this
dissertation.
1.6. Delimitations
Delimitation is “to fix or define limits” (Merriam – Webster, 2013). The

following limits were set on this dissertation:


Main themes were analyzed and reported. The only non-qualitative data gathered
included race, sex, age, degree seeking, college surveyed, and grade level in
college (Freshman, Sophomore, Junior, Senior).



Only undergraduate criminal justice students were surveyed.



The data gathered was geared specifically towards law enforcement recruiting.



Generalizations regarding other areas of criminal justice were not drawn.



Follow up interviews were only conducted if participants in the survey were
willing to be included, and were not conducted if the data was unclear.
1.7 Opportunities



With the desire for all large metropolitan agencies to become more diverse and
representative of their community, this study can provide a road map for a
recruiting program.
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Once a recruiting program is designed around the information provided in this
research, better knowledge can be gained to improve the applicant attraction
process.



Increasing community involvement is an important concept for law enforcement
agencies. Working with potential recruits from churches, career fairs, and other
neighborhood organizations can build trust among the community and their police
department.



Creating a sustainable effort to recruit from HBCU’s (historically Black Colleges
and Universities) and HACU (Hispanic Association of Colleges and Universities)
can increase the representation of minorities in law enforcement.



Working with local public schools on a high school criminal justice program,
encouraging careers in law enforcement, could increase the number of minorities
serving their community.



Utilizing social media and YouTube can provide potential applicants a better
knowledge of their police department, and a chance to view law enforcement as a
career.
1.8 Potential Impacts of Bias



When evaluating the interviews, the researcher has to look at the information
from a neutral viewpoint and not let previous recruiting efforts in this area bias
the viewpoint of the data gathered.
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The researcher has to be concerned with similar to me effects, and not give more
weight to comments aligned to the researcher’s viewpoint, and let the data
collected dictate the main themes. (Sekaran & Bougie, 2009)



The researcher has to be concerned about the Halo and Horn effect in regards to
how an interviewee answers a question. Only the data provided by the applicant
should be used to draw any conclusions.



The researcher needs to make sure the information gathered is random, and not
utilize snowballing or non-random techniques (Sekaran & Bougie, 2009)



The structure of the questions for the interviewees is the final area. Utilizing the
review of literature is essential in the design of these questions to obtain pertinent
information in the research. (Sekaran & Bougie, 2009)
1.9. Summary
This dissertation was not only fulfilled to complete the requirements of a Ph.D.

from Purdue University, but to advance the knowledge of minority hiring and recruitment
in law enforcement. While the literature review covers a wide spectrum on the Signaling
Theory, only a limited amount of information was available in regards to recruiting in the
public sector, and an even smaller amount in the law enforcement arena. Therefore, this
study expands the knowledge base and is a benefit to all law enforcement agencies.
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CHAPTER 2. REVIEW OF RELEVANT LITERATURE

The principal reason for conducting a literature review is to determine the
research, or lack of research, that has been conducted in the chosen area of study. This
research can also include associated theories and models that help to explain the topic.
The information in this chapter has been formatted into four areas. These include
enhancing the recruitment process through the signals a company sends, signals that
show discrimination still exists, support for minority employment, and the legal role.
Data was gathered from a variety of sources. The first represents articles and
theories covered in a variety of organizational behavior, leadership, and human resources
classes that this author has taken while at Purdue. In these courses, and in studying for the
preliminary examination, a great deal of research on this topic was utilized. A second
source was government websites. These included the Equal Employment Opportunity
Commission, Bureau of Justice Statistics, and Supreme Court Rulings.
In addition to these sources, the Purdue online library was utilized. These
searches included ABI Inform, ProQuest, Human Resource journals, government
publications, and criminal justice publications. The reason for such a broad search was to
cover as many angles regarding this topic as possible. The review stayed principally in
the timeframe of 1990 to present, but for some sections, such as the legal role and
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discrimination in hiring, the review was expanded to locate articles in the 1960’s and
1970’s.
2.1. Enhancing the Recruitment Process through the Signals Sent
One area in applicant selection that remains a recruiting challenge is proximity.
Most municipal police departments have multiple stages in their hiring processes. This
requires applicants to return on several occasions for each successive step. As the process
continues, applicants withdraw due to time commitments.
Kravitz (2008) demonstrated how a positive signal can be sent to applicants in
order to be flexible to their needs. In order to increase the number of Hispanic applicants
to the Washington D.C. police department, the agency traveled to Puerto Rico for testing
purposes, rather than the applicant traveling to Washington D.C. for testing. Additional
tools that send signals include recruiting outside of the agency’s own state “advertising in
minority newspapers and professional journals, multi-media and advance technological
advertisements, targeting the historically and predominantly minority and/or women’s
universities and colleges, as well as recruiting at cultural events” (Allen, 2003, p. 416).
As far as other enhancements to the recruiting effort, Rynes (1991) found that the
openness and ease with which the potential employees could interact sent positive
messages. These characteristics were found to be interpreted by the applicant as signals
about the organization as a whole.
In conjunction with Signaling Theory, recruiters have to be cognizant of Social
Identity Theory. According to Stryker (1968), and Tajfel and Turner (1985), individuals
put themselves into categories. These categories include racioethnic, gender, age, and
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religion. When utilizing the Signaling theory in conjunction with the Social Identity
Theory, consideration must be given to how these two theories work together in order for
individuals to view themselves as police officers.
Furthermore, Ethier and Deaux, 1994 and Saylor & Aries, (1999), found that
individuals look for environments which support their own identity. Finally, Kossek and
Zonia (1993) showed that individuals are attracted to organizations that support
“demographic heterogeneity.” Also in this arena, are Cable and Judge (1996) who
discussed the Person-Organization fit and how it applied to the perceptions of
individuals.
In conjunction with Identity Theory, Dutton, Ukerich, and Harquail (1994), Tajfel
and Turner (1985), and Barber (1998) demonstrate that advertisement portrayal impacts
how the applicant views the job. Determining how to frame and send information to these
individuals is imperative. Supporting this theory, and how it involves the Signaling
Theory, is an experiment done by Albinger and Freeman (2000). They studied Corporate
Social Responsibility (CSP), and how it impacts the attraction of employees. CSP
includes diversity and employee involvement in the workplace, and their research showed
diversity recruitment had a positive impact on potential employees to varying degrees. In
a 2000 article by Greening and Turban, this message on CSP is stressed: “treatment of
women and minorities interaction was significant for job pursuit intentions and for
probability of accepting a job offer” (p. 271).
Greening and Turban went on to say “if perceptions of organizational values are
influenced by other CSP dimensions; such as treatment of women and minorities, product
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quality, and so forth, future research might investigate what specific “organizational”
values are signaled by various CSP dimensions” (p. 273). One of the core messages
associated with the Signaling Theory by Rynes (1991) and Spence (1973) is that
individuals often do not have all of the necessary information to make a decision.
Individuals rely on signals sent out by companies to close the gap. However, Rynes et al.
(1991) went on to say, that the actions of recruiters, as well as other members of the
organization, can be used by potential employees to understand the climate of the
business and how they will get along with others in the business.
In a study by Turban, Forret, and Hendrickson (1998), potential applicants for an
employer used the recruiters as a baseline to fill in some of the missing information.
Besides recruiters, mentors can have a positive impact and fill the information void for
some applicants. In support of this, Cable and Judge (1996) and Chatman (1991) found
that applicants lean towards companies where both their interests and personal
characteristics are in agreement with the company with whom they are seeking
employment. Thomas (2001) found that the practice of networking and mentoring for
minority employees was a benefit. Konrad and Pfeffer (1991) emphasized that while on
the site visit to an employer, it is important to see minority employees at the worksite. In
support of this aspect of Signaling Theory, Rynes et al. (1991), Turban et al. (1998), and
Thomas and Wise (1999) also found through their research that minority applicants place
more of an emphasis on the race of a recruiter than do their white applicant counterparts.
However, in a 2001 study by Turban, it was found on eight different college
campuses that minorities had a less favorable impression of organizations than their white
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counterparts. Although, after review, these organizations had characteristics and
recruiting schemes similar to each other. They both agreed that the recruiters that a
company sends provide signals to potential applicants. Turban went on to say:
“recruitment activities that target minorities and women may provide different signals for
minorities and women than for non-minorities and men” (p. 306). While these ideas have
an impact, what is the perception of minority law enforcement applicants, and how do
minorities see themselves in the law enforcement community?
In addition to in-person recruiting efforts, companies should also monitor the
messages they send through their advertisements. Cober, Brown, and Levy (2004) found
that 78% of the Fortune 100 companies showing images on their websites varied both the
gender and racial make-up of their employees. Avery (2003) also gave support to this
idea, but included the importance of the job depicted and its impact. In addition to the
composite of the advertisement, ad placement is essential in order to convey to the largest
audience that a diverse workforce is desired. Paddison (1990) showed that if ads were
placed in media more frequently viewed by minority applicants, the diversity of the
workforce would increase. In additional support of this idea, Avery (2003) and Perkins et
al. (2000) both agreed as diversity within the ad increases, so does minority recruitment.
Thaler-Carter (2001) even found that greater than one-third of applicants composed of
blacks, women, and Hispanics eliminated a company from consideration because their
ads lacked diversity.
Community involvement is also a key to the signals portrayed to the community.
Heneman, Waldeck, and Cushnie (1996) showed the importance of having working
arrangements with various organizations. These included schools, vocational
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rehabilitation, and various minority groups. All of this is in an effort to send the signal to
the community that the company is interested in diversity. However, according to Kalev,
Dobbin, and Kelly (2006): “the most effective practices are those that establish
organizational responsibility, affirmative action plans, diversity staff, and diversity task
forces” (p. 602). Their research shows a 27% increase for black females, and a 12%
increase for black males, when a diversity committee exists.
In a 1993 paper, Rynes’ research supported previous data that individuals choose
the organizations to which they will belong. One of the ways in which a signal can be
sent to an applicant is how the organization conducts itself. Greenberg (1993) called this
Organizational Justice. It is made up of Administrative Justice, Procedural Justice,
Outcome Allocations, and Interpersonal Justice. All of these combine to help individuals
fill in the gaps in their interpretation of the signals they receive. This also works in
conjunction with psychological contracts as outlined by Hausknecht, Day, and Thomas
(2004), which talks about the bond potential employees form with potential employers.
Again, how they view these employers is through the signals they interpret. Additional
support is shown by information from Kristof (1996) and Tom (1971); both stated that
the company, parts of the job, including the recruiter, had an impact on how well they
thought they would fit into the company. In fact, according to Chapman, Uggerslev,
Carroll, Piasentin, and Jones (2005), “perceived work environment has the strongest
relationship with job-organization attraction” (p. 935). Later in the article, it was stated,
“perceptions of fit (i.e. subjective factors) proved to be one of the strongest predictors of
the attitudinal applicant attraction outcomes” (p. 938).
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Lester (1983) and Ermer (1978) conducted studies on individuals seeking
undergraduate degrees in criminal justice. In analyzing this data, they found that Black
males were more interested in the actual nature of law enforcement. Krimmel and Tartaro
(1999) followed up on this research by sending questionnaires to 400 criminal justice
students from 12 four-year colleges. The age range was 18 to 54, with an average age of
22. The results were interesting, but there were a few differences when comparing
minority members to their non-white counterparts: “they did not wish to wear a uniform;
they were not concerned with arresting criminals; they were neutral with respect to
protecting the constitution; and they believed that finding a job would not be easy” (p.
286). In addition, from this survey it was learned that while 50% of white applicants were
interested in law enforcement, only 27% of minorities had a similar career interest. This
article reinforces the main theme of this dissertation on how the Signaling Theory can be
utilized to enhance the entrance of minority officers into law enforcement.
2.2. Signals that Show Discrimination Still Exists
In order to demonstrate that discrimination still exists, Bertrand and Mullainathan
(2004) sent out thousands of resumes in response to job advertisements. On some of the
resumes they would have more traditional Caucasian names such as Emily and Greg, and
others would have more traditional minority names such as Lakisha and Jamal. Their
study showed a 50% higher call back rate for the resumes with traditional Caucasian
names.
Unfortunately, Affirmative Action has its own set of negative signals. In a
laboratory research project conducted by Heilman, Battle, Keller and Lee (1998),
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Affirmative Action employees were rated less competent than other employees. In order
to defray some of the negative impact, Jayne and Dipboye (2004) suggest that a company
makes diversity part of their business strategy. In conjunction with this business strategy,
Evans and Oh (1996) suggest that goals need to be established in order to build the
framework for this strategy. It has been suggested by Maznevski (1994) and Morrison
(1992) that along with Affirmative Action Plans, training and changing of policies is
necessary for success in this area. These plans should provide a wide base of knowledge
and impact the entire organization.
One of the first phases of any hiring process for law enforcement agencies is a
cognitive written test. The content of the test will vary, but several challenges over the
years have been brought forward regarding the testing. Kluger and Rothstein (1993)
conducted a lab study regarding cognitive testing. Among minority applicants, they found
that they had less of an intent of taking the test if it was required for being hired, and they
would not continue to seek employment with that agency. Frierson (1986) also supports
these results. From their research, African-Americans felt they had less chance to practice
and learn the material, thereby decreasing their odds of employment. Rynes and
Connerley (1993) and Smither et al. (1993) both found, however, that testing devices that
had a strong relationship to the job were preferred, and applicants had a more positive
attitude towards the agency.
In addition, agencies must also determine how interview questions can send a
signal to applicants about the organization. In an article by Saks and McCarthy (2006),
they found “discriminatory questions have a negative effect on reactions to the interview
and the interviewer, perceptions of how the organization treats employees, intention to
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pursue employment and accept a job offer, and intention to recommend the organization
to others” (p. 184). In a separate article by Behrand, Baker, and Thompson (2009), they
showed the above conclusion matches up with the Signaling Theory. “Prospective
employees interpret information gained during the recruitment process as a sign of how
they will be treated by the hiring organization” (p. 348).
The type of discrimination discussed above has disparate impact. This type of
discrimination does not require an overt act, but to show, for example, how a business
conducted a test that was biased, or a job requirement that cannot display as job relevant
can have disparate impact (Pyburn, Ployhart, & Kravitz, 2008). This was clearly defined
in Griggs vs. Duke Power in 1971. In this case, a high school diploma was required for a
job as a janitor even though it could not be shown where having a high school diploma
had job relevance. When graduation rates among whites (majority) vs. non-whites
(minority) were compared, this requirement had a disparate impact on minorities. As
discussed above, research shows that cognitive testing can have a negative impact on
minorities during the hiring process.
As cited by DeVries and Pettigrew (1998), Macpherson (1999), Holdaway (1996)
and Holdaway (1997), overt discrimination still exists in law enforcement. According to
Jaeger and Vitalis (2005), most New Zealand officers who were minorities viewed
themselves as police officers first and minorities second; perpetuating this bias. However,
most did admit that cultural heritage did assist them on this job, and did benefit them
when dealing with other ethnic community members
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2.3. Support for Minority Employment
Cox (1993) showed a diverse workforce, with strong support for Affirmative
Action Plans, can have a positive outcome on organizational performance. In further
support was Selmi (1995), who showed that a diverse workforce signals the success of
the employee will be based on performance, and not a regular preference towards the
majority. At its core, Signaling Theory suggests that individuals do not have all of the
requisite information to make an informed decision. With this in mind, Cox, (1993), Cox,
Lobel, and McLeod, (1991), and Roberge and Van Dick, (2010) all show that creating a
“collective identity” could amplify the company’s diversity message.
One step that a company may take to pave the way for support, according to
Grensing-Pophal (2001), is a diversity audit. In this audit, policies followed by the
company may be revealed to show discrimination. These policies or practices can be
revamped in order to shed a positive light on diversity for the company. In addition,
Grensing-Pophal went on to suggest focus groups and a complete inspection of the
workplace should be done to garner more information. By changing practices, and
encouraging the value of diversity, all the stakeholders may accept these principles and
make them part of their beliefs, which can provide a “psychological safety climate” (Ho,
2010; Roberge & Van Dick, 2010).
McMurray, Karim, and Fisher (2010) argued that the Victoria Police were viewed
in a negative light by the public due to the lack of diversity. They also claimed that
minority communities were overlooked for recruitment purposes. Participants in this
study concluded that, “insufficient interactions between the police and communities, and
that policing as a career of choice was not well promoted” (p. 201). The study went on to
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find that “Victoria Police and the culturally and linguistically diverse participants
suggested that Victoria Police needed to pro-actively recruit a number of culturally and
linguistically diverse recruits” (p. 202). Horwitz (2005) stressed that when teams are
heterogeneous in nature; creativity, innovation and views on solving a problem are
enhanced. This is further supported by Weigland (2007), who goes on to discuss that
creativity and improved decision making is supported by a large body of information on
diverse workforces. In the private sector, it is said to give the firm a competitive
advantage. In law enforcement, that competitive advantage can be better public relations.
From the Celani and Singh article (2010), workplace branding is discussed. Keller (2003)
and Hoeffler and Keller (2003) talk extensively about this topic. They discuss linking
their services to a particular need the customer has, and then being able to show the
customer they do this well. The customer will then relate this brand back to the company
or organization. With this in mind, support for minority employment, and demonstrating
that dedication, could be the brand that could provide this competitive advantage for
recruitment. To further support this, Celani and Singh (2010) found “organizations with
more positive reputations had a greater number of applicants in comparison to
organizations with less positive reputations” (p. 226).
One area that may need to be improved within a company is the diversity climate.
McKay and Avery (2005) stress that recruitment needs to be kept as realistic as possible.
It also explores the core values of the organization such as fairness, equity, and being
included. In addition to these perceptions, it covers how minority applicants view the
Affirmative Action Program, and whether or not top management is committed to a
diverse workforce, (Avery & McKay 2006; Avery & Morris 2008). According to
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Ployhart and Holtz (2008), this is also a chance to show commitment to diversity, by
having individuals from the minority group demonstrate the work that will be performed.
Diversity Management was also discussed in the literature. Provided by
Ivancevich et al. (2000), and used in an article by Charles (2003), it states diversity
management is “systematic and planned commitment by organizations to recruit, retain
and promote a heterogeneous mix of employees in order to increase productivity,
competitiveness, and harmony” (p. 562). In addition, Finkelstein and Hambrick (1996)
went on to support this idea in their research. They showed that a company’s network ties
can significantly improve, along with their relationship with other stakeholders, if
diversity is implemented. This is a comprehensive viewpoint that impacts all areas, and
attempts to level the playing field to make for a friendlier environment for minorities.
Voinovich (2001) believed input from employees is essential. Charles (2003) also
reinforces the idea of a government-wide objective to making testing procedures more
job relevant, and meeting with candidates one on one to learn more about them. Finally,
an article by Richard (2000) shows how diversity can be a competitive advantage, when
utilized as a strategic resource, if it improves the operation of an organization. Schneider
et al. (2003) “it is one thing to know what the VP of HR says happens and it may be
another to hear how employees experience practices” (p. 126).
2.4. Support for Minority Recruitment
As McDonald (2003) showed, there is a great deal of challenge in today’s
environment. In order to support both racial and ethnic tranquility, along with practicing
essential elements of law enforcement, a new view of minority recruitment has to be
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viewed. In further support of this idea are Chan (1997) and Weitzer (2000), who both
agree that a diverse police department is essential when policing in a multicultural
society.
While the literature, for the most part, agrees on the benefits of minority
recruitment, a gap still exists in regards to knowledge on the proper techniques to follow.
However, Morris (1999) emphasized that backing of management, and the desire to
encourage minority recruitment, is both directly and indirectly related to the dedication of
the department to the effort exhibited. Unfortunately, Shusta, Levine, Harris, and Wong
(1995) showed that there were significant problems for law enforcement in the area of
recruiting minority candidates. With this in mind, Feldman (2000) and Butterfield (2001)
noticed police departments being more ambitious with their advertising for applicants.
This included both police magazines and television to entice police applicants. About the
same time as the campaigns were ongoing, Swope (1999) studied these advertisements in
New York and New Orleans. Swope found that the television advertisements were not as
successful as hoped. However, Baker (2002) did show that some agencies had success
with targeted advertising on the Internet. Rau and Hyland (2003), Avery (2003), and Kim
and Gelfand (2003), showed that with Internet advertising, finding out the interest of that
group and their needs for power were important. In conjunction with this type of
advertising, Avery (2003) found that showing minorities in higher level ranking positions
did not have a big impact on white applicants, but had a large impact on minority
applicants. Rynes and Cable (2003) provided additional support in their research
regarding the provision of as much information as possible about the organization. They
concluded the best way to convey this information was through the company website.
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Schneider (1987) concluded through his studies that applicants will either pursue, or selfselect out of, a company’s recruitment process based on how they perceive their signals.
There is negative impact on minority applicants if a company shows minorities
doing low level jobs. In addition to this type of advertising, Jordan, Fridell, Faggiani, and
Kubu (2009) found “a positive relationship between the annual recruiting budget and the
number of women and minorities hired” (p. 338). This study did show a negative impact
when departments required at least an associate’s degree when hiring minorities. The
question of what attracts minority applicants who do, or have, attended college was not
answered in this article. However, an increase in salary of $7,300 did show a 145%
increase in the number of minority applicants processed.
In an article by McMurray and Karim (2008), a study of the Victoria Police
Workforce was conducted. The main area studied was a culturally and linguistically
diverse (CALD) representation in their workforce. “Respondents agreed that they had
positive experiences working with CALD colleagues, and that a CALD workforce
supports social cohesion, where the community would work more closely with a
culturally diversified Victoria Police workforce” (p. 327). Their report also shows a
strong relationship between understanding diversity and the support of a diversified
workforce.
According to Jayne and Dipboye (2004), their research also supports that when
done properly, the use of workforce diversity can enhance the relationship with all
stakeholders, and innovation at the worksite is increased. One recurring problem is the
traditional methods of recruiting in law enforcement. Most scholars would agree that it is
a very homogeneous process. Carter (1999), Hayes and Brewer (1997), and Walker
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(1985); all agree that the old ways of staffing a police department do not work. Jaeger
and Vitalis (2005) did a study on the staffing and hiring in the New Zealand Police Force.
Some of the advantages supporting minority recruitment include “being a role model for
the children and youth” and “giving something back to society” (p. 17). Tarng et al.
(2001) found that most recruits were indoctrinated through the police force by friends,
relatives, or community members. Unfortunately, this still leads to a homogeneous makeup of the police force.
2.5. The Legal Role
Since the 1960’s, great emphasis has been placed on minority hiring. A landmark
piece of legislation is the 1964 Civil Rights Act, which states in part, “Title VII prohibits
employment discrimination based on race, color, religion, sex and national origin”
(United States Equal Employment Opportunity Commission, 2013 [Sec. 701]). In further
support was the United States Commission on Civil Rights (1977), which supported the
use of Affirmative Action in order to help groups who had been disadvantaged in the past
to have a level playing field. Affirmative Action came about from several lawsuits in the
late 1960’s regarding discrimination in hiring practices (McCrary 2007). “Affirmative
Action (AA) is a means by which government activity openly promotes the hiring and
promotion of members of groups that have historically suffered job related
discrimination” first written by Hays and Kearney (1995), and quoted from (Allen, 2003,
p. 411). Additionally, in 1971 President Nixon implemented the Philadelphia Plan
(Monroe, 1991). In this plan, federal contractors in Washington D.C. and Philadelphia
had to hire a certain number of minority employees. Even though, according to Holzer
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and Neumark (2000a), Kalev, Dobbin, and Kelly (2006), and Smith (2001), Affirmative
Action has helped on a limited basis regarding the hiring practices of minorities. Later
research done by Holzer and Neumark (2000a) of 3200 employees, conducted in four
different metropolitan areas, found the impact to be very minimal. Henry (1991), through
his research, indicates that having programs in place that promotes any kind of racial
tension tends to cause tension among the races. This research showed that a lot of African
Americans believed Affirmative Action benefited the middle class blacks far more than
the lower-class, which was not the intent of the agreements. However, in contrast, Wright
Ferris, Hiller and Knoll (1995) concluded from their research that a strong Affirmative
Action Plan needs to be in place in order to successfully attract high caliber applicants.
Kaminski (1993) further supports this in their research by indicating most police
departments do not represent their population of minorities by the same percentage in
their organizations. Also, most Affirmative Action Plans have expired, and the gap of
minorities represented in law enforcement is still below the percentage of minorities in
the population of the United States. However, according to Stephanopoulos and Edley
(1995), more women and minorities are on college campuses than before the existence of
Affirmative Action.
Further research was done by Jones (2005) on Affirmative Action. Again, support
varies across their survey. In their study, three out of four African Americans did not feel
equal opportunity for employment existed. Baldwin (1996), Dometrius (1984), General
Accounting Office (GAO) (1991), Greene, Selden, and Brewer (2001), Kim (1993), and
Office of Personnel Management (OPM) (2006) all found that while women and
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minorities are represented better in public organizations, most of these jobs are on the
lower end of the scale and do not represent management positions.
Affirmative Action has not been without its critics. In Richmond vs. J.A. Croson
Co. (488 U.S. 469 [1989] it was ruled that the 30% set aside for a minority-owned
business was too high. In the fifth Circuit Court of Appeals (78 F.3d 932 [1996] the court
found that, even for the purposes of creating diversity, race or ethnicity should not be the
only determining factor. However, “whether or not police personnel agreed with the
concept of AA, developing and implementing it did assist in focusing the departments’
attention on the notion of representative bureaucracy” (Allen, 2003, p. 415).
In a 2001 decision, the court had a different method when it came to the Chicago
Fire Department approving the use of banding for hiring and promotions. Pyburn,
Ployhart, and Kravitz (2008) defined banding as a process where a band of individuals
are selected, and hiring or promotion can come from anyplace within the band. The idea
is that applicants who perform within a few points of each other are too similar to tell
apart, and they fall within a range.
However, in 2003, the courts ruled that using diversity in Petit vs. the City of
Chicago Police Department was a good reason to utilize diversity when conducting a
Sergeants’ promotion on the police department and did not address the banding issue;
only diversity (Tilles, 2004). According to Celani and Singh (2010), this would be an
excellent example of how potential new employees receive their signals. In their model,
they get signals from the individual level on how individuals from these two
organizations act, and from the organizational level where these lawsuits are played out
in court.
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Additionally, several Executive Orders were issued from the White House
supporting the hiring of minority applicants. One of these Executive Orders was 11246,
which stated “federal contractors must attempt to detect and eliminate all practices that
make it more difficult for members of targeted groups (women and racioethnic minorities
to succeed) (Kravitz, 2008, p.174).
2.6. Summary
While conducting this literature review, information on the Signaling Theory was
found to be very sporadic and limited in the area of public usage of this theory;
particularly in the area of law enforcement recruitment. While the seminal work of
Spence (1973) in this area was ground breaking, some authors such as Turban, Rynes,
Ployhart, and others have been instrumental in regards to research in the field. As
described above, this research has included perceptions of recruiters, impressions of
advertising, and other hiring practices. However, after an extensive literature review, the
data specific to public sector employment, in particular to law enforcement, is very
sparse. This dissertation will attempt to close this gap, and allow additional research to be
conducted in this area.
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CHAPTER 3. FRAMEWORK AND METHODOLOGY

As discussed in the first two chapters of this dissertation, the recruitment of
minorities in law enforcement has been disjointed to a great degree. In order to get a
better understanding of what law enforcement needs to do in order to interest minorities
in this occupation, a qualitative approach has been utilized. In order to garner
information, a three prong approach was used. The instrument used was an eight question
interview of undergraduate criminal justice students at three different universities,
interviewing recruiters from several police departments around the country, and
interviewing minority offices in two different police agencies. Both of these agencies
were large in nature; one was in the Midwest and one was in the Southern portion of the
United States. These interviews were conducted to compare and contrast their views on
minority recruitment within their respective groups, and between their groups.
In this chapter, the methodology, the source of the data that was collected, who
the data was retrieved by, the analysis of the data, and the credibility of the researcher is
discussed. One other area covered in this chapter will be triangulation. As stated by
Sekaran and Bougie (2009) “the idea behind triangulation is that one can be more
confident in a result if the use of different methods or sources leads to the same result” (p.
385). Utilizing three different sources should provide this triangulation, which will make
this research applicable in a practical sense.
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3.1. Theoretical Framework
In order to choose the proper framework for this dissertation, several areas were
considered. The first choice was to “review the needs of potential audiences” (Creswell,
2009, p. 174). To answer this question, the audiences are many. Not only the applicants
and the hiring agency, but the impact that having a more diverse department will have on
that agency’s jurisdiction. In addition, this type of research requires inductive data
analysis (Creswell, 2009). While small amounts of information were garnered from each
interview, the linkage of ideas was crucial to form accurate conclusions. This researcher’s
role in interpreting the data was also crucial (Creswell, 2009).
The data required development and analysis of common themes, which will be
discussed in more depth later in this chapter. However, on this note, researcher bias needs
to be discussed. This is where the viewpoints of a researcher can influence the reporting
or interpretation of data. One way to address this issue is “to provide an accurate account
of the information” (Creswell, 2009, p. 91). In addition to this statement “suppressing,
falsifying, or inventing findings to meet a researchers or audience needs” (Creswell,
2009, p. 92) is a serious ethical violation. It is necessary to identify any biases upfront,
and address them accordingly, in order to prevent any of these hazards.
3.1.1. Approach to Research
For this research, a Grounded Theory approach was used. For this research to be
successful there needed to be a “repeated sampling, collection of data, and analysis of
data until ‘theoretical saturation’ is reached” (Sekaran & Bougie, 2009, p. 297). From
Strauss and Corbin (1994) there are several steps to this type of research. The first one
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states that “continuous interplay between analysis and data collection” is necessary (p.
273). This meant a constant review and updating of the analysis, and comparing of
answers between the surveys and interviews. With Grounded Theory, a “substantive
theory” needs to be developed (p. 274). This is the big difference between Grounded
Theory and other qualitative approaches. This constant interplay continues to pinpoint
concrete theory development.
In addition to the concrete theory development, Strauss and Corbin (1994) discuss
the term “Conceptual density” (p.274). This refers to the richness of the data and its
verification by continually being compared and contrasted to other information. This is
done through multiple sources of information.
As the literature review indicated, there are legal as well as philosophical issues
relating to this research. Some of the issues involve legal government intervention, while
others involve racial issues. Strauss and Corbin (1994) compliment these sentiments by
saying “one of the methodology’s central features is that its practitioners can respond to
and change with the times” (p. 276). This is essential when the topics of Affirmative
Action and minority recruitment are constantly changing.
Finally, “patterns of action” become very important (p. 278). With this
understanding, these patterns can indicate predictions of actions. Using these predictions
can form the basis for understanding the thought processes of individuals.
3.2. Methodology
The main premise, as in the prior section, was gaining rich information to do a
constant contrast and analysis in order to refine main themes from the data acquired.
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Information from both Creswell (2009) and Punch (2005) suggest an inductive set of
research steps for this methodology.
These steps are listed on page 63 of Creswell:


The researcher poses generalizations or theories from past experience and
literature – This step has been covered in one avenue; the literature review.
Articles were utilized which covered several facets of minority recruitment. They
attempted to answer questions in the areas of enhancing the recruitment process,
signals that show discrimination still exists, support for minority employment,
support for minority recruitment, and the legal role in diversity. The past
experience part will be utilized in the data collection. As will be discussed further
in the researcher credibility section, this author’s experience in human resources
and recruiting a diverse workforce will be utilized.



The researcher looks for broad patterns, generalizations, or theories from themes
or categories – this step took place while the data was being collected, and
continued through the data analysis phase. The constant comparison and
contrasting teased out main themes and ideas from the different data sources.



The researcher analyzes data to form themes or categories – as will be discussed
later in chapter 3, coding took place to identify these themes, along with charting
to discuss the frequency of the themes, and quotes for the data to support them.



The researcher asks open-ended questions of participants – The interviews
consisted of structured questions which were open-ended. While the down side of
a structured set of questions does not allow for an open dialogue on interesting
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points presented in answers, it does allow for a consistent set of evaluation
procedures.


The researcher gathers information through interviews – In order to triangulate
data from the survey, interviews took place with minority officers, and recruiters
from six police departments in order to discuss their results in the recruitment
process.
These steps in the methodology of this research are designed to gather data from

the viewpoints of the participants, and to utilize inductive reasoning to enhance the
Signaling Theory in minority recruitment.
3.3. Study Environment
The study environment was broken down into one environment. This was phone
interviews at participating colleges, phone interviews with current police recruiters, and
phone interviews with minority officers. Skype was offered as an alternative method, but
all participants were comfortable with phone interviews.
3.3.1. Study Site and Population


Survey of undergraduate criminal justice students – Based on a U.S. News and
World Report article regarding Historically Black Colleges and Universities
(HBCU), in order to be placed on this list, the colleges had to be designated by the
Department of Education to be an HBCU in 2014. According to the methodology
utilized, these colleges are compared against only each other, and this list is
updated on a continual basis. This list was utilized, and two of the fifty ranked
colleges were chosen to interview undergraduate criminal justice majors. The
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reason for selecting this population is the propensity for a career in a criminal
justice field, and the desire to get viewpoints from a bachelor’s degree student.
The two colleges were selected after IRB approvals were granted, and the
universities agreed to participate. In addition, three non HBCU’s were chosen to
complete the interviews.


Phone interviews with current recruiting specialists – To have a contrast and
comparison of the survey data, recruiters from six police departments of
comparable size to the Indianapolis Metropolitan Police Department were
interviewed. I utilized the Interactive Population map from the 2010 Census Track
(United States Census, 2010). According to the U.S. Census, Indianapolis had a
population of 820,445; therefore, a range of cities was utilized with a population
of 500,000 to 1,000,000 to contact recruiters. There were 24 cities in this range,
and contact information for 17 of these cities was successfully located. After
contacting these 17 cities, response was received from six that they would
participate in this research. The purpose of these interviews was to learn their
current forms of recruitment for minority applicants, what has been successful and
unsuccessful, and compare this to the current survey data from this project.



The final area was to interview current minority police officers. Two departments
were utilized for these interviews. One was a large department in the Midwest
portion of the United States, and the second was a large department from the
Southern part of the United States. From these interviews, the goal was to garner
what attracted them to law enforcement, what recruiters did well, and what went
poorly.
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3.4. Permissions
After conferring with the committee chair, Dr. James Mohler, it was decided to
wait until IRB approval was received before contacting any institutions regarding this
study. In order to complete this section, consultation was obtained with the Officer of the
Vice President for Research website at Purdue University. The information to ascertain
these approvals will be discussed below. In addition, a list was generated of several cities
in the Midwest that have a similar size to Indiana. Discussion of the selection procedure
is included in the section below.
3.4.1. Human Subjects Approval
After consulting the procedures for the IRB website at Purdue University, the
following procedures were utilized to acquire permission for this research:


Determination of Human Subjects Research – Because this research utilized
personal interviews, and the information submitted by respondents needed to be
kept anonymous, it was necessary to seek IRB approval of the questions to be
asked.



CITI training- This training was completed while this researcher was a student in
Technology 690 Qualitative Research Methods and was essential to application of
the IRB rules.



Researcher Responsibilities – This included ethical principles, conduct of
research, informed consent, accurate reporting of the data, and record retention.



Completion of IRB approval form – This form (Application to use Human
Subjects Form) was completed and submitted to the IRB with a full list of
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questions intend to be asked of the participants. The initial submission deadline
coinciding with this proposal defense, was February 11th for a February 25th
review of the application. As three universities and one police department was
added to the research, additional IRB approval was sought. These additions were
made with the approval of Dr. James Mohler, the Committee Chair, in order to
increase the respondent pool.
3.4.2. University Access Approval
As stated previously, once IRB approval was gained, a letter was sent to two of
the department heads for criminal justice programs as determined by the report generated
by U.S. News and World Report. After consulting with Dr. Mohler, the names of several
universities was submitted, in order to obtain IRB approval, in case the first choices
declined to have their students participate in interviews. In order to obtain the largest
sample possible, this research concentrated on universities with the largest undergraduate
population in order to increase the response rate. Initially, after reviewing most of the
universities that needed to be contacted, it was noted that they are principally located in
the southern portion of the United States. However, the area had to be expanded in order
to increase the respondent pool to the Midwest. The difference in venue could provide a
different point of view that might need to be explored in future research.
3.4.3. Interviews with Recruiters
In order to increase available data for this study, recruiters from six police
agencies were also contacted. The reason for choosing police departments with a city
population base between 500,000 and 1,000,000 was to provide a large enough range for

37
sufficient respondents, and to have cities with similar size police departments as
Indianapolis in order to provide a compare / contrast focus in this dissertation.
3.4.4. Interviews with Current Police Officers
For the third area of data, minority officers were interviewed between two police
agencies. One of the agencies was located in the Midwest and the other in the Southern
part of the United States. Both of these agencies were large in nature, and the range of
officers interviewed ranged from a few years to over 30 years in law enforcement. In the
fall of 2011, the author completed a Ph.D. seminar class with Dr. Campion and
completed a paper and some initial research on the Signaling Theory in regards to
minority recruitment. At that time, an email was distributed to all minority officers hired
within the last few years in an attempt to conduct individual interviews regarding the
topic. After a couple of attempts, only three responses were obtained. Dr. Campion had
warned that this researcher’s current rank on the department could be a detriment to
obtaining responses. With this in mind, two agencies outside of Indianapolis were
utilized, and because the previous paper was not IRB approved, none of the results from
this paper were utilized in this dissertation.
3.5. Unit of Analysis
This section goes along with the Data Analysis covered in section 3.7. Using the
format displayed in Sekaran and Bougie (2009) provides the easiest units of analysis.


Category – What is the overarching theme presented in the idea. This was the
main focus of the research, but different viewpoints will be presented to support a
category. This is where a subcategory is developed.
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Subcategory – As data reduction is conducted, coding and categorization is
necessary. These subcategories can be as little as one word, or possibly two to
three words to describe the category. Each major theme has a category, and as
suggested by Creswell (2009), a codebook would be useful to keep these
subcategories while working through data.



Subcategory definition – After identifying a subcategory, and determining what it
means; it was put into a contextual definition to show others what had been
identified.



Number of times the behaviors are noted – As data was analyzed, a determination
was made as to how many times there was documentation of these subcategories.
A percentage was developed to show the importance of each subcategory.



Narrative Statement – Provide supporting statements from the information
amassed to support the choice of subcategories. Show how these statements not
only support the subcategory, but the overall main theme was discussed.
3.6. Data Collection
Three data sources were chosen for this data collection. Interviews were

conducted of undergraduate college students in criminal justice programs, police
recruiters from six police agencies, and interviews with current police officers from two
large police departments. There are two main reasons three different data sources were
utilized. The first one was the richness of information that was provided, which is
important in Grounded Theory. The second reason was for triangulation, which will be
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discussed later in this chapter. The following three sections will discuss each section and
the approach that was used.
3.6.1. Phone Interviews with College Students
The largest amount of data collection was phone interviews with students from
three universities who were undergraduate Criminal Justice Majors. One of these
universities was an HBCU, one was a regional college, and the third was a smaller urban
college. Once permission was received from the IRB and the respective department chair,
an e-mail was sent to the Criminal Justice Students describing the survey and the reason
for it. The introductory e-mail contained the following information utilized from Creswell
(2009, p. 150), for a mail survey, but was been adapted for telephone interview:


The first e-mail introduced the researcher and the survey. In this e-mail it stated
the reason for the survey and the usage of the information.



The second e-mail, a few days later, contained a request for participation. The
researcher’s information was again provided, as well as a brief overview of the
project and the use of the data to build on the first bullet point.



The third e-mail about “4 to 8 days later” (p. 150) was a reminder about the
research and checking to see if any of the students wished to participate who did
not respond to the first e-mail.
A list of the questions is included in Appendix A-C of this dissertation, but

areas of focus in these questions included the following:


What signals can law enforcement agencies send to minority applicants to
enhance recruitment?
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What are some negative signals law enforcement agencies have sent to applicants,
and why were they perceived as negative?



Are there signs in the law enforcement recruitment process that discrimination
still exists? If so, provide a description of these signs and how they impact
recruitment?



What signals can law enforcement agencies send to minority applicants to show
support for employment? Are some of these signs being sent, and can you provide
examples?



What is your impression of recruiters you have interacted with at career fairs or
your own individual contact with criminal justice agencies? Can you provide
examples of where a recruiter has performed up to your expectations, or where
they have performed below your expectations?



How has the legal system impacted the employment of minorities in the criminal
justice field? Can you provide positive or negative examples of the legal role?



In your opinion, what specifically can law enforcement do to increase the hiring
of minorities?
While constructing these questions for all three interview groups, according to

Sekaran and Bougie (2009), the first six bullet points were originally designed for mail
questionnaires, but was adapted to phone interviews. The final four bullet points were
specifically designed for phone and personal interviews. Also included was information
from Creswell (2009) on researcher bias. Awareness of the following potential pitfalls
was maintained when designing the questions:
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The appropriateness of the content of the question – When designing the question,
it should not provide a bias or be a leading question. Open-ended questions are
needed and will get the subjects viewpoint.



How questions are worded and the level of sophistication of the language used –
Questions should not be insulting or ambiguous. Design of the questions should
utilize common terms, avoid jargon, and be clear and succinct regarding the
information being requested.



The type and form of the questions asked – Questions came from the gap in the
literature review, and were kept open-ended and as unbiased as possible.



The sequencing of the questions – Questions followed the flow of the literature
review, and questions related to the same content area were kept together.



The personal data sought from the respondents – There was an introductory email distributed, which covered the usage of the data, and the reason for the
research. To keep the survey anonymous, names were not requested of the
respondents.



Termination of the interview – The subject being interviewed could lose interest
in the interview and terminate it. Dialogue was established to keep the subject
engaged in the interview. Active listening – Use good eye contact, and listen to
the respondents’ answers.



Encourage honest responses – Don’t bias the subject into giving the information
they think you want to hear. Encourage an open and honest response to the
questions.
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Schedule a good time for the interviewee – Work out an appointment with the
interviewee that will allow adequate time to conduct the interview.

Creswell (2009, p. 179) also pointed out a few more potential shortcomings:


The researcher can present a bias – Make sure survey questions are as free of bias
as possible. The advantage of an interview is easier clarification. If a point is
unclear, ask the person being interviewed to clarify a point.



Not all people are equally articulate and perceptive – When framing survey
questions, use plain English and terms everyone can understand. However, some
questions may need to be rephrased in order to acquire the requisite data.
3.6.2. Interviews with Police Applicant Recruiters
The second area of data collection was phone interviews with police recruiters

from six cities of approximate size and population to Indianapolis. The reason for phone
interviews is due to time and expense of travel. Survey questions were developed and
were submitted to the committee, but areas that were covered included the following:


What recruitment activities and programs do you currently have in place to hire
minority applicants?



What type of feedback have you received from minority applicants regarding your
recruitment practices?



What is the current breakdown of race on your police department?



Have laws such as a Consent Decree or Banding impacted your hiring procedures
for minority applicants?
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If you could change one thing regarding how you recruit minority applicants what
would it be, and why would you change it?



Have you found career fairs and college visits beneficial to your recruitment
efforts? If so, have they been successful and please describe why or why not? If
you do not do these types of activities, what is your primary form of minority
recruitment and can you describe if you have had success with these activities?
3.6.3. Interviews with Minority Police Officers
The final area of data collection was interviews with current minority police

officers. These interviews were conducted with officers from two departments; one in the
Midwest, and the other from the Southern part of the United States. Two departments
outside of Indianapolis were chosen to prevent any IRB violations since this researcher is
a supervisor on the department in Indianapolis. After the interviews were conducted, the
range of experience was from a few years to over 30 years. The broad range of recruiting
period brought a richness to the interviews that will be discussed in chapter 4 of this
dissertation.
Interview questions for this pool of subjects included the following topics:


What signals were sent by law enforcement agencies in the recruitment process
when you were an applicant? How did these signals impact your choice of
departments?



As an applicant, did you feel discrimination existed in the hiring process? If so,
what were those signals and how did they impact you? If not what signals were
sent that discrimination did not exist?
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What signals did this department, or other departments, send supporting minority
employment? How did those signals impact your choice?



What recruiting activities did you observe from this department, or other
departments, in the area of minority recruitment? Were these activities
successful? If so, how were they successful, and if not, what could have been
done to improve them?



Did court rulings such as a Consent Decree or Banding have any impact on your
decision to become a police officer? If they did, how did they impact you? If not,
what is your opinion regarding the legal role for minority employment in law
enforcement.
3.7. Data Analysis
Qualitative analysis can generate a large amount of data that can be overwhelming

once collected. Programs such as MAXqda (www.maxqda.com), and others, provide
researchers the ability to analyze this data in a computerized framework. The pricing for
this type of program is approximately $120.00 dollars. However, even when computer
analyzed, the researcher still needs to review the data for contextual information a
program may miss. When conducting data analysis, the following steps need to be
followed (Sekaran & Bougie, 2009).


Data Reduction – For this dissertation the questions asked of the respondents were
open-ended. With that in mind, a volume of information was generated.
Information must be broken down into “coding and categorization” (p. 372) in
order to make the information manageable. Once the information was coded, and
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relationships in information were drawn, conclusions about the data were made.
The units for this reduction are discussed above in the Unit of Analysis section. In
addition, all interviews were conducted by the researcher, and all statements were
transcribed to typed notes.


Data Display – Once transcribed, information for each interviewee was analyzed
separately for each question on each interview conducted to develop major
themes, and then compared against interviews in the same group and between
groups for major themes.



Drawing Conclusions – Once the data was generated and ranked in the manner
described above major themes developed. This became visible by the number of
times a subcategory was mentioned, and the examples given for its usage. Once a
theme became dominant in the research, it was triangulated with the other data to
see how it related to other sources. This information will be covered in the results
section of the dissertation.



Reliability and Validity - Sekaran and Bougie (2009) stress that once analysis is
completed, it should be checked for reliability and validity. Two of the first areas
they stress are Category reliability and Interjudge reliability. Category Reliability
“depends on the analyst’s ability to formulate categories and present to competent
judges definitions of the categories so they will agree on which items on a certain
population belong in a category and which do not” (Kassarjian, 1977, p. 14).
Kassarjian (1977) goes on to talk about Interjudge categories is when more than
one rater is analyzing the data. For this dissertation, the researcher reviewed the
data, along with an outside rater. The second half is validity, the two types
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concerned with this data is internal and external validity. Internal deals with does
data collected give a complete picture, and external data deals with the ability to
transfer this information to “other context or settings” (Sekaran & Bougie, 2009,
p. 384).
3.8. Credibility
The value of the dissertation is greatly dependent on the credibility of the
researcher and how information is collected in order to publish the dissertation.
Establishing this credibility to an audience who does not know the researcher can be
difficult. Aside from personal experience, the researcher must show that the findings are
important and are reliable. Shenton (2004) offers some ideas on how a researcher may
succeed in this area.
3.8.1. Credibility of the Researcher
According to Shenton (2004, p. 64) there are four ways to increase researcher
credibility:


Credibility (in preference to internal validity) – This concept has several pillars of
validity. Two of the biggest are using established research methods and random
sampling. This can show the reader the information was gathered in an acceptable
manner. In addition, triangulation with multiple data sources and constantly
debriefing on the data sources is important.



Transferability (in preference to external validity/generalizability) – This
translates to what other contexts this information may apply. How many
organizations or groups participated, the number of participants, the data
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collection methods utilized, and how long it took to collect the date are all
important attributes in this area.


Dependability (in preference to reliability) – If the research were repeated with
the same participants with the same context and methods, would the results be the
same? This area stresses the actual research design, how the data was collected,
and self-evaluation of the project when it was finished.



Confirmability (in preference to objectivity) – Triangulation, again, is the major
thrust behind this concept. Showing the information gathered is actually reflective
of the participants, and not the misinterpretation or bias of the researcher.
Mentioned also in this article under credibility, was the researcher’s personal

knowledge and experience. Not only has this researcher completed coursework in OBHR,
Human Resources, Leadership, and Strategic Planning, but has also been a practitioner in
the law enforcement field. This researcher has participated in conducting training,
recruiting, hiring processes, and other applicant employment processes.
3.8.2. Triangulation
“The idea behind triangulation is that one can be more confident in a result if the
use of different methods or sources leads to the same result” (Sekaran & Bougie, 2009, p.
385). As mentioned in several other portions of this chapter, three different methods were
utilized in order to triangulate the data. These included; using interviews of college
students, recruiters, and police officers to confirm the findings. This multiple approach
method not only provided different ideas, but the overlap in ideas provided major themes
for this paper.
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3.9. Summary
This chapter has covered the methodology and framework that was utilized in
order to collect information for this dissertation. In chapter 4, there will be an analysis
and discussion of the data that was collected. After gathering this data, the knowledge
gained will enhance the recruitment procedures used by law enforcement for minority
applicants.
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CHAPTER 4: PRESENTATION OF DATA

Eight questions were asked of each participant in this study. Perspectives were
gathered on recruiting campaigns, bonding with recruiters, Affirmative Action Plans,
1964 Civil Rights Act, mentoring, discrimination in the hiring of minority police officers,
the role of the Public Information Officers, recruiting from Historically Black Colleges
and Universities, and positive / negative signs in recruiting. All of these interviews were
conducted to learn the signals that were being sent by law enforcement agencies to
perspective applicants. The goal of this research was not only to find the common ground
between the three groups interviewed, but to find areas where improvements could be
made in order to improve minority recruitment in law enforcement.
Responses to the eight questions from each group of interviewees were pooled
together for two reasons. The first one was to protect the anonymity of the interviewee. If
all responses are pooled, they are discussed as an aggregate. The second, and most
important reason, was to compare all answers from each group side by side to determine
main and supporting themes. For consistency, each question started out with a
proposition, and ended with a concluding paragraph on how well the proposition was
supported.
After each question was analyzed within groups of interviewees, data was then
analyzed between the groups. This was done by comparing responses from each question
across the three groups. This was done to find not only similarities, but the main
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differences among respondents. Each of the eight comparisons will lead off what was
being researched for that question. Similarities between groups will be discussed first,
followed by dissimilarities. This part of chapter four is designed to dovetail into chapter 5
for recommendations and future research.
4.1 Participant Descriptions
There were 32 participants who agreed to do the study. In the final set of
interviews there were 14 undergraduate criminal justice students, 10 current police
officers, and six current police recruiters. One interviewee from the current college
students asked to quit the interview after the first couple of questions, and because the
interview was completely voluntary, she was excused from participation; her responses
were not included in this study. An interviewee for the current police officers submitted
her responses to the questions via a WORD document, and due to personal issues was not
able to complete a live interview. After consulting with my committee chair, in order to
keep the information gathered consistent, those responses were not included.
All interviews were conducted over the phone, and none of the interviewees
exercised the Skype option. All participants were supplied with the Online Consent Form,
as approved by the Institutional Review Board (IRB), and the list of questions in advance.
In accordance with committee and IRB approval, a 10-dollar gift certificate was provided
to the current college students for participating in the survey. Of the 14 who participated,
12 were given gift cards to a store of their choice after filling out the Participant Payment
Disclosure Form. After several e-mails and texts, two of the interviewees would not fill
out the form. Because this form was required, provision of gift cards was not able to be
completed.
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Of the five universities contacted to take place in the research, responses to
participate were only received from three universities. In addition, two police agencies
were utilized to interview current police officers, and six police recruiters from the
eastern portion of the United States were interviewed.
Of the undergraduate criminal justice students interviewed, not all were going into
a career in law enforcement, but most were familiar with career fairs, and had talked with
officers about careers in law enforcement. The officers interviewed ranged from a few
years of experience in law enforcement, to over 30 years of experience. As for the
recruiters, all of them were involved in police recruiting efforts for agencies that service
populations between 500,000 and 1,000,000. One recruiter worked with both the police
and fire departments, one was on a merged metropolitan sheriff’s department, and the
other four were from municipal police departments.
Finally, there are two things located in the appendix of this dissertation. The first
item is the interview questions asked of all of the participants of this research. Second, is
a table comparing the major themes between current police officers and current police
recruiters. The information from this table is discussed in more detail in the between
groups section of this chapter.
4.2. Student Interviews
Contained in this first section of responses are the interviews from the 14
undergraduate criminal justice college students who participated in this study. Each of
these students received a list of the questions, an IRB approved consent form, and a
payment voucher to submit after the interviews were completed. A copy of the payment
voucher and the IRB approved consent form are located in the appendix of this
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dissertation. The e-mail sent to each student was not included to maintain anonymity of
the institution participating. As discussed previously, the responses to each question are
reviewed in aggregate to protect the anonymity of the student, and to compare all of the
student responses for the same question.
4.2.1. Question 1
Proposition: Police departments utilize a wide array of mediums to convey to
minority applicants they’re interested in increasing their numbers of minority police
officers.
During the interviews most of the current college students acknowledged they
saw some advertising on websites and social media, but this area needed improvement.
One interviewee stated “the only time you see advertisements would be when they are on
TV shows, and that is a very small percentage.” In addition to the comments on websites,
some of the interviewees commented that more diversity was needed in their advertising;
seeing more minorities in the advertising would be beneficial. These viewpoints tie
directly to the Signaling Theory by how police departments convey their attempts to
attract minority applicants. Improvements cited for website improvement included a link
to talk to actual officers about the profession and department, a video library showing
what officers actually do, and contact information of a recruiter, rather than a generic email, to open a dialogue with a representative from that department.
Overwhelmingly, school visits and job fairs were discussed throughout the
interviews. This was an area of high importance to the students. One of the common
themes was minority officers who are approachable and can discuss a career in law
enforcement. One respondent stated he “was inclined to talk with them because they
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share the same race and culture.” However, some of the students commented that after
the initial contact, they did not hear from the police department they had spent time with
at a career fair. Some of the student’s comments regarding having the departments doing
follow up contacts are important. In addition to these personal contacts, personal
comments are welcome; such as citing specific comments that were made at the career
fair being mentioned in the e-mail.
Other important aspects of the personal contacts were getting applicants ready to
apply to the police department. One specific example cited by interviewees was drug
usage. Even though it appears to be common sense, applicants stated that it is important
for the police department contact to emphasize that drug usage can eliminate a candidate
from consideration. With this in mind, police contacts need to work with applicants to
discuss timelines in the area of drug usage, and work with applicants to make them viable
candidates. One interviewee stated “you need to be careful about getting in trouble and
having it follow you on your record.” In addition, according to interviewees, these
personal contacts that have been developed can be utilized to discuss both the good and
bad about the police department.
Within the job itself several students wanted to know about benefits which
include training, pay, retirement, and housing in the area. Non benefit areas that
interviewees were concerned about were not only the job itself, but the department and
how minorities are accepted. Returning to the seminal work of Schneider (1987) in his
article on attraction, selection, and retention: these personal contacts can go a long way
past just the attraction portion to the retention portion. While this is outside the scope of
this dissertation, this could be a building block for future research. Finally, it was
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discussed that this area includes addressing the fear of law enforcement by minority
applicants. Again, drawing from the Signaling Theory, how police recruiters portray
themselves and their departments is vital to breaking down some of these barriers.
Positive police interactions are essential to enhance recruitment.
The third theme in this area was the need for more minority officers, and within
this theme was the need specifically for more female officers. Several of the interviewees
cited trust as a problem. One respondent stated “having a more diverse minority
recruitment presence was important.” Several respondents went on to say that the
increased number officers will increase this trust in police departments. Other areas
mentioned to increase this trust included; making it clear minority applicants will be
protected and not discriminated against, they will have a voice to be heard, protecting the
community will be stressed, and be more visible with recruiting campaigns that minority
applicants are highly sought. All of these items of trust have major implications with the
signals sent by law enforcement agencies. As mentioned in the literature review, the
signals that are sent to potential applicants are important. Rynes et al. (1991) discussed
the actions of recruiters and other members of the department and the impact on potential
applicants. The climate displayed will help potential applicants see how they will get
along in the environment themselves, or how they will get along with others.
While there was support that police departments utilize a variety of media, these
media are not as effective as they could be. While most departments utilize career fairs,
most interviewees cited improvement needed to be incorporated in staying in contact with
applicants. Trust in recruiting was also mentioned several times. This can be done by
conveying more strongly the need to hire minority officers, and the community service
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the increased number of minority officers could provide. These concepts could better
demonstrate the desire to increase the number of minority applicants in law enforcement.
4.2.2. Question 2
Proposition: Recruiters utilize job fairs in order to enhance minority recruitment
and to form a positive image of their department.
Building on the information shared in the first proposition, almost all of the
interviewees felt job / career fairs were the best way to personally convey information
regarding the profession of law enforcement, and to show an interest in the applicant and
the environment in which they would be working. Interviewees again showed an interest
in learning about benefits, assignments, promotions, and education pay. One respondent
stated it was important for a recruiter to “tell you negatives, but will talk about
incentives.” However, there was concern expressed regarding the effect if enough
recruiters were not available to work the job fair. Some individuals interviewed lamented
about interaction with recruiters who had been at the job fair all day and were tired, they
went on to say that when the recruiter tended to be tired they were short with potential
applicants and this was a turn off in applying for their department. Other items that were
mentioned in this area are what drew an applicant to the department’s table. This would
include the recruiters, pictures of minority officers, information about the department, an
open door policy on voicing concerns, and personal stories about law enforcement that
help relate to the applicant. One interviewee went on to say “how they interact and show
interest” was important.
In support of the information above, interviewees were cognizant of the recruiters
who represented the department. The configuration of the recruiting team is important.
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Showing enthusiasm in recruiting minorities is essential. Having recruiters not only focus
on physically well-built white males, but on all applicants. Other drawing cards for
college students were the availability of internship programs for a career path, and an
increase in the social media arena to get their message conveyed to a broader audience.
Finally, the initial contact at career / job fairs was very important to almost
everyone. While a few of the interviewees stated they had not seen any positive messages
conveyed by recruiters to potential applicants, the overwhelming majority indicated they
had not seen anything negative regarding recruiters at job fairs; other than a few
recruiters being short when they were tired. Attributes that were needed for recruiters
included knowledge of the field, having a desire to help applicants, eager to engage all
applicants, and non-verbal cues and body language when they engage applicants were all
acknowledged as important. “The positive image comes from being upbeat and honest
with applicants” was the viewpoint of one respondent. However, even in this proposition,
the negative light of law enforcement in the minority community was still stressed. A few
of the individuals did indicate, though, that their encounter with recruiters at career / job
fairs did change their mind about law enforcement. A couple even discussed how being a
police officer could benefit the community. One respondent went on to say that it would
make it easier “for people to understand why we do what we do” in the area of law
enforcement.
Through these interviews I found strong support for this proposition. Most of the
college students interviewed felt that career / job fairs were an important component of
the recruitment process, and the majority of the students interviewed felt overall that
police departments portrayed themselves in a positive light. How they interacted with
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potential recruits was equally important, and informing them about the profession was
essential.
4.2.3. Question 3
Proposition: Consent decrees and the 1964 Civil Rights Act will have a large
impact on an applicant’s decision to apply to a law enforcement agency.
Overwhelmingly applicants did not feel this legislation had an impact on them
applying for a law enforcement agency. However, once the idea was left open for
discussion, interviewees did express the need for this type of legislation to impact the
hiring of women in a positive manner. One of the interviewees even commented “look at
how much we have progressed over the years.” Even though most college students felt
impacted by generations before them, most felt there was still a long way to go. In fact, a
couple of the respondents felt that due to current problems in Ferguson and New York
City, they advised me that getting respondents for this study could be a problem. One
respondent added that it “has an impact on what they say they offer and what they show.”
A second theme was how recruiting was impacted in this area; it did give
applicants the feeling they would not be discriminated against. In the students I talked
with, especially from HBCU’s (Historically Black Colleges and Universities) discussed
officers visiting their college. From most of the recruiting efforts presented, one student
said that you “see that desire to actually change the past.” However, students were far
more motivated that officers who came back to visit these schools actually graduated
from there. They felt like “I can do this.” This seemed to have a larger impact than the
legislation in this area. Another student commented it “makes you want to be part of
something great.” In that same vein, other students supported this thought process stating
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community relationships are still the most important. Other students even had some
hesitation about Affirmative Action. One student lamented that he has several friends
who are not minorities, and felt this legislation could discriminate. In fact, he went on to
say “balance the scales, but don’t take it to the act of hiring somebody just because you
have too.”
After conducting several student interviews, it was found that there was no
support that the 1964 Civil Rights Act or Affirmative Action Legislation had an impact
on individuals applying for law enforcement agencies. Several of the interviewees
alluded to the fact that this probably impacted previous generations more. Most
acknowledged it played an important role, but that role seems to have faded. Most
interviewees reverted back to community service, good community relations, and having
a fair and equal chance as more important than the legislation.
4.2.4. Question 4
Proposition: Most law enforcement agencies utilize written testing in the hiring
process of police officers. This testing can cause stress among applicants; so in order to
alleviate this stress, most departments offered some type of remediation program to limit
this stress.
While the majority of the students interviewed did not feel police testing caused
them any anxiety, some still expressed a concern. One common theme among almost all
interviewees was that a mentoring program could assist applicants, however most were
not aware of any of these programs. “A mentor is a great thing and they can help you
with so much” according to one of the student responses. Some of this mentoring could
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involve officers doing a follow up phone call to alleviate testing issues, posting practice
tests online to get familiar with the style of testing, and utilizing scenario based practice
testing. “You can be behind them, look at them, and get a feel for what is going on” with
an applicant, according to one student who was in support of mentoring. Most applicants
understood the need for testing to be a “weeding out” process, but it would be important
for police departments to let applicants know what they were getting into when they
applied. However, even with testing, one respondent stated “if they had a class to prepare
you, or if they had sent out something that said they are going to be giving a certain test”
this would be beneficial information to applicants.
Another main theme that came from the interviews in this area was that one
written test should not be the only factor to determine if an applicant is hired. Some of the
interviewees stressed that applicants need to be strong enough to go through the
academy; departments should be looking for individuals with good communication skills,
writing skills, and have more of a relaxed test environment. However, even though
several students stressed this theme, none of the students suggested any alternate testing
methods. For instance, this could include multiple written tests in different areas, or
scenario based testing, which would include watching a scenario and writing a response
to the applicant’s observations. In other cases, some departments are utilizing ethics
testing on honesty tests in addition to application based testing. However, none of these
topics were discussed by interviewees.
While most interviewees did not feel written testing causes them any abnormal
stress, most felt that tutoring or mentoring would be beneficial for applicants. From the
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interviews there was little support to show that these interviewees were aware of any
mentoring or tutoring provided by law enforcement agencies.
4.2.5. Question 5
Proposition: As an applicant or potential applicant to a law enforcement agency,
do you feel that discrimination still exists in the hiring of minority applicants.
The interviewees overwhelmingly felt discrimination still exists in the hiring
process. One of the common themes for this decision was how national events have
played out in the media. One respondent even felt “minority officers are being crueler
than Caucasian officers.” This would include fatal interactions between law enforcement
and minority members of the public. Citied among interviewees was the demographic
make-up of police departments. Another example stated was historical. One interviewee
stated that his “ancestors came here as slaves, they were thought of as property not
humans” and this has been passed down through family members. Another student talked
about the problem of poverty in minority communities, and those individuals from the
community labeled as thugs and criminals. A few of the students interviewed were from
medium to small towns; those interviewees felt that discrimination was worse in small
towns than in larger cities. One interviewee stated that she was from a small town in
Indiana and when I look at the police force, I see it as mostly white. When there is a
black officer they do not stay very long.” However, she went on to add that she did not
know why the African American officers left the police department. Several
interviewees also stated discrimination exists not just in the hiring of law enforcement
officers, but in other occupations. A few of the interviewees did state that progress has
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been made, but there is still a long way to go. Areas discussed by the students that helped
to instill confidence in police departments include minorities being in high ranking
positions in police departments, and police departments visiting HBCU’s in order to
recruit new officers “One interviewee stated “when they come talk to us looking for
minorities, they come here and other HBCU’s.” In addition, cited during this research
putting departments in a positive light, was the personality of officers during interactions
with the public. Positive interactions had a significant impact on the perception of police
departments by the public.
One other moderate theme from this area was the diversity in gender. Just under
half of the interviewees discussed that hiring between males and females was not equal.
One interviewee cited there seemed to be a pecking order of white males, black males,
white females, and, lastly, black females. Another student cited the pay disparity between
men and women, and more female officers are needed at recruiting fairs in order to
embody the employment of female officers. One student added “it is a white male
dominated world.” Interviewees cited that equal rights, personality and relatability to the
public, and media portrayal of the police are important issues in this area.
Only a couple of interviewees either felt discrimination did not exist, or did not
have an opinion on the topic. Most of these interviewees cited looking at the whole
department and not just one officer.
There was strong support for this proposition. Effort from police departments to
combat these perceptions will be discussed later in this dissertation, but it is clear that
most of these interviewees still felt discrimination still exists.
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4.2.6. Question 6
Proposition: A proactive public relations department through the police
department will have a positive impact on the recruitment of minority police officers.
A large number of the interviewees felt it would have very strong impact. One of
the areas cited in which public relations could have an impact was schools. The presence
of officers interacting with students could provide a positive image. These contacts in the
schools allows officers to talk with students about law enforcement, and describe what
they can and cannot do in their profession. In addition, it helps the officers develop
contacts among the students, and builds the honesty image of law enforcement.” It could
play a large role in the recruitment of applicants” according to one student.
However, the second main theme of visibility of recruiters in this area; while the
students felt it would be a positive, the vast majority of students indicated they had not
seen this at career fair or other opportunities law enforcement would have to recruit
minority applicants. Even though some students indicated they had seen posters at bus
stops, on trash cans, etc. this did not bring about the same public relations level they were
striving to receive. Two of the areas discussed by a few of the respondents were career
fairs and high schools. Both of these arenas would provide an opportunity for law
enforcement to be proactive in the area public relations. Along with these initial contacts
to increase these relations, were suggestions to encourage ride along programs, e-mail
with potential applicants, have current patrol officers talk to students, and put more
Public Service Announcements (PSA’s) on TV. In addition, respondents indicated that
these encounters would be better with minority officers; in fact one of the respondents
stated they could relate better with a minority officer than a mid-forties Caucasian male.
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One student indicated if “police officers participated in schools” this would send out a
positive light.
The third area, again where about a third of the respondents indicated information
was important, was benefits. Specifically, income was mentioned the most under this
question. The benefits theme was consistent throughout the interviews. In addition to
interaction with the officers and discussing benefits, is to show what a “day-in-anofficer’s-life” is like. This can be done by having videos of officers doing their job,
discussing the aspects that can be associated with the job, revealing how a varied work
schedule can bring other opportunities, and talking about the good and bad points of the
job. It was clear that working with the media to release positive stories about the police
department could show how law enforcement impacts the community in a positive light,
and might help with some of the social unrest that exists in various parts of the country.
There was a great deal of support for this proposition during my interviews. Most
college students felt it would have a large impact, and would allow law enforcement
agencies to market themselves to potential applicants. However, it was clear through
these interviews that this approach was lacking. Most students did feel improvement was
needed by law enforcement agencies in this area, especially if the area of recruitment was
going to be improved.
4.2.7. Question 7
Proposition: Utilizing recruitment efforts through Historically Black Colleges and
Universities (HBCU’s) has had a positive impact on the recruitment of minority police
officers.
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Just under half of the interviewees felt that recruitment from HBCU’s was
successful and a positive step. A little over half of the respondents did not have any
knowledge on recruiting at HBCU’s and did not have an opinion. None of the
interviewees had a negative comment on recruiting from HBCU’s, however, this number
could be slightly lower due to the proportional responses from HBCU students. Of the 14
interviews for college students, only four came from a recognized HBCU. In addition to
these responses from HBCU’s, though, some students from other universities know
individuals that have been recruited from an HBCU. Several students commented that
encounters they have had with recruiters at job fairs were positive. In addition to job
fairs, events like Indiana Black Expo were discussed as possible recruiting venues. A
common theme among the students interviewed from HBCU’s was to bring back officers
who graduated from that HBCU. One student from an HBCU stated she felt like she was
“getting the right education when recruiters who graduated from her school came back.”
Benefits, and making a point to discuss them with applicants was not mentioned as much
in this area.
While the support from the proposition was less than half, there is no doubt this
number was impacted by the interview response from HBCU’s. If the opportunity had
existed to interview more students from HBCU’s, all indicators were that this is a viable
recruiting tool.
4.2.8. Question 8
Proposition: Signals are perceived by minority applicants that are both positive
and negative when looking at a career in law enforcement. These signals can impact their
efforts to entice individuals to the profession.
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Over half of the respondents stated that good communication skills were essential.
However, one respondent gave a warning of “some departments give too much negative
and not enough positive.” Also, staying in touch after the initial contact demonstrated
interest in the applicant. The aspect of staying in touch with the applicant lets them learn
more about the occupation. Some of the students even went on to say they do not want
recruiters “to sugar coat it” but tell them how it really will be. Technology can be
beneficial with applicants; having an automated e-mail response for after-hours
applicants, reinforcing recruiting with a PowerPoint presentation for reference, and
utilizing social media were all discussed as possible options to increase involvement of
applicants and send a positive signal. One student went on to say “they are looking at
people who are getting ready to graduate, and they are looking for a field they love” is an
important aspect of recruiting.
Another area mentioned as a positive signal, and a consistent theme throughout
this research, was to discuss benefits. This could include take home cars, salary, training,
work schedule, internship programs, and how the academy will benefit them as recruits.
“How can this job benefit you” was discussed by one student. Again, most recruits on
this theme want to know about the occupation both good and bad, but most want to hear
about the positive aspects the most. It was also discussed during the benefits portion of
the conversation that this would be a time to discuss the background investigation
portion, and any potential problems that might develop about which the applicants need
to know.
The last main theme in this area is the positive impact of attending career fairs.
Along with communication skills mentioned above, it was discussed by several
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interviewees that recruiters needed to send a positive image of their department, and be
interested to be there. A” video on physical testing is helpful” in addition “PowerPoints
are helpful highlighting different information” according to one respondent.

Using the

media to work in combination with career fairs was seen as a positive conveyance of
hiring minority applicants.
On the contrary, the main negative discussed was lack of communication skills.
One interviewee stated “being able to sit down and talk to someone about their career”
was essential. Not involving applicants young enough was also cited. While some of the
respondents talked about seeking out college seniors, it was also mentioned to bring
potential applicants into the fold as soon as possible. The applicants also discussed not
using TV and social media is a problem. Reaching out to applicants using social media is
essential.
Most interviewees had a positive image of recruiting efforts by the law
enforcement agencies they have engaged with at various venues. However, some of the
areas above were discussed as places where improvements can be made. For this
proposition there is strong support that both positive and negative signals do have an
impact on potential applicants. In addition, the social media piece seems to be a recurring
theme to reach out to younger applicants to convey interest in hiring of minority law
enforcement officers.
4.2.9. Final Comments
In addition to the eight questions listed above, interviewees were asked to provide
some final comments. Several of the respondents felt that recruiters or representatives of
the police departments should visit individual classes when they are on recruiting trips.
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As discussed previously, setting up a mentoring program would be beneficial to
applicants. Some of the recent events in law enforcement have painted a black mark on
law enforcement. However, several of the respondents felt that a lot of these incidents
were a great deal of hype through the media, and that most officers are there to do the
right thing. In addition, departments should send recruiters who can set a positive mood,
be engaging with the applicants and find out their interests. Recruiters also need to be
aware of the non-verbal cues they send, and that they need to be knowledgeable in the
criminal justice field.
4.3. Police Officer Interviews
As stated previously, 10 current police officers were interviewed for this research.
While it was initially planned to interview officers with five or fewer years in law
enforcement, the responses to the requests to participate came from officers with a few
years on the department to over 30 years in law enforcement. After reviewing the data
provided by these officers, the broad range of experience actually made the data richer
and more diverse. To support this point, officers with less than 10 years in the profession
were generally not as versed in Affirmative Action decisions or how the 1964 Civil
Rights Act had an impact on the law enforcement profession. Again, all eight questions
were grouped together to protect anonymity and to compare the data for all responses to
the same question simultaneously.
4.3.1 Question 1
Proposition: Police departments show their interest in applicants through
recruitment. A few of the mediums used include social media, various forms of
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advertising, and websites. With this technique, minority applicants understand the need of
police departments to recruit minority police officers.
Over half of the respondents stated police departments needed a lot of work in this
area, and needed to target their message towards minorities. “A lot of applicants do not
want ot apply to the local police department, due to family or personal interactions with
the police department. The have better success in other areas.” About one third of the
respondents did not feel enough was done in this area, and about the same number felt
there were not enough minorities representing police departments. A few of the ideas
posed how to improve in this area included stressing military experience, discuss
internally with minority officers what needs to be done in order to improve the
recruitment of minority applicants, and convey to applicants that this is more than a job;
it is a career. Among several of the current female officers who participated in this
research, it was expressed that more minority female recruiters are needed in order to
increase the response rate of other minority female applicants. “A ton of times within the
recruiting campaign process you really don’t have anyone pushing for minorities”
according to one officer.
In support of the first theme, about half of those interviewed felt that more
advertising needed to be directed at minority applicants; representing minority police
officers on billboards and advertisements, actually targeting minorities “not just throwing
a hook in the water in minority communities” according to one interviewee, and showing
what an officer actually does on their shift. Several officers suggested utilizing YouTube
videos that could be posted and shared with applicants and the public. Again, as with
several comments made by current college students already discussed in this dissertation,
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interviewees stressed the benefits of the job (pay, vacation, training, etc.) when
advertising.
In addition to advertising, the use of social media was strongly supported by over
half of the respondents. One interviewee even stated a neighboring department was
“more aggressive on social media.” Convey to applicants the importance of the job and
community service. In this same vein, it was mentioned that police departments needed to
do a better job of working with the media to display positive stories about officers and
their department. This could help enhance the social media piece for each department.
Along with the media discussed above, recruiting from HBCU’s was heavily
supported. Half of the respondents supported the recruitment from HBCU’s or other
colleges. Additionally, departments should work with college students who have limited
funding to travel a large distance. Some suggestions in this area include offsite testing,
helping with room and board, and travel expenses. However, several officers who had
been on the job a number of years stated that there has not been a big change in recruiting
since they had joined the department. Some of the interviewees discussed Affirmative
Action in this question. Those that discussed it, stated it was a bigger push in the 1980’s,
but not as important currently.
Finally, about half of the interviewees felt there were some improvements in
recruiting, but there was still a long way to go. Additional suggestions to improve the
recruitment of minority officers were to travel to other areas of the country; this would
help access other markets that are difficult to reach through routine advertising.
Advertising should show a better representation of minorities in the upper ranks, in order
to communicate to applicants that representing the community is taken seriously, as well
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as displaying a positive image of the department to the applicants. The community
viewpoint from a public relations standpoint was also covered in this area. Current police
officers also felt that minorities could have a negative viewpoint of the police department,
and strides needed to be taken in order to remove this stigma. The department needs to do
a better job of reflecting their agency, and develop programs for local applicants who
have had negative interaction with law enforcement to improve these perceptions.” In the
academy, with an average class of 40 per class, three times a year you might see one or
two African American recruits, and three or four Hispanics. You would think you would
see 10 to 15 percent in the class” according to one officer.
While several of the interviewees would concur that strides have been made in
this area, media of contact such as advertising, social media, and websites need to be
improved. None of the interviewees talked about websites in this part of the interview.
When discussing YouTube video, it was important to get this information out to
applicants, but some of the interviewees stated it was hard to find officers willing to
commit to this form of social media, and sustainability was a question. In addition, there
was a common theme on the lack of a targeted message. Overall there was not a great
deal of support for this proposition.
4.3.2 Question 2
Proposition: In order to recruit minority applicants for their police department,
police recruiters bond with interested parties in law enforcement positions to form a
positive image of their police department and the profession.
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Just under half of the current police officers interviewed did not feel bonding took
place when they applied to the police department. However, when they showed an
interest in the position, recruiters did encourage them to apply. Other items that helped in
this area is when recruiters explained the background process, when they provided
assistance in these areas when applicants reached out to them for help, and when the
recruiter displayed a positive image of their specific department. One interviewee added
“you have to make an individual feel welcome” in regards to successful recruitment.
Utilizing recruiters who are similar with the applicant pool they are trying to attract,
finding individuals who are honest and open, and recruiting from a diverse pool of
majors, such as business and psychology, offer a broad range of applicants.
In addition to this theme was making the applicants feel welcome with the
recruiters and the department. One area cited was education. While it was not an
automatic negative to require a bachelor’s degree, consistency on education requirements
varied greatly. In this theme, most current officers felt it was important to connect with
the applicants, make sure recruiters were more concerned about representing their
department and getting quality applicants rather than just taking a trip, and stressing the
importance of being representative of one’s community. “A positive image is; we are an
inclusive department, we are looking for qualified applicants and are trying to be diverse”
according to one officer.
Additional reinforcement was provided for the main theme regarding issues of
bonding with the applicants. It was subsequently stressed in these interviews that a
diverse group of recruiters was essential. One of the main reasons cited to support this
idea was understanding the target audience. A primary negative expressed in this area
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was not having a diverse enough recruiting contingent. One officer stated “if the recruiter
is not a minority they do not relay those objectives to minority applicants.”
Current officers even made suggestions of taking a group picture of all female
officers on the department, show how applicants can move up in the organization, and
have some of the recruiters who are not in uniform so that the initial contact of an
applicant might be easier. Having an open and honest dialogue also emerged as a main
theme. Items discussed in this area include open and honest information on how minority
officers are treated, benefits of the job, and more visibility of the department in a positive
light with the media in the community.
This led to the final main theme of individuals in the minority community not
trusting the police department. The responses in this area were varied and wide. One of
the possible avenues discussed was working with kids in HBCUs and public schools to
display officers in a positive light. Be aggressive in recruiting minorities, with the goal in
mind of being representative of the community; understanding this is a long term
proposition, and one may not get the applicant on the first attempt. A couple of officers
who have evaluated or participated in an extensive amount of recruiting for their
department conveyed “you may not win them that day, but down the road a lot of them
will return to apply.”
Another stigma that was discussed was the amount of money spent by parents
sending their kids to college. One current officer who had evaluated the recruiting
program for their department even went on to say parents have a big impact on their
children’s decisions. This current officer even stated most parents’ spending money to
send their child to an HBCU do not want them to become involved in law enforcement.
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Again, as in the first proposition, a little under half of the respondents felt it has
gotten better than when they were applicants. These respondents stated areas where
improvement was needed included more websites and advertising geared at minority
applicants, more support from top command staff showing the importance of these
efforts, and eliminating the “good old boy” system, especially in rural area police
departments. All of these were cited as specific areas of improvement that were needed.
One officer also stated they “need to have upper command to give a push to have more
minorities in the department.”
Also, as in the first proposition, improvement has been seen by these current
police officers since they were hired, and there was a wide range of longevity. However,
more improvement is still needed. There was only limited support overall on the bonding
portion of recruitment, and a medium level of support that was shown for a positive
image of police departments. There was a strong undercurrent from the interviews that
more work needs to be done in order to make inroads into minority communities.
4.3.3. Question 3
Proposition: Affirmative Action agreements, the 1964 Civil Rights Act, and other
legislation has had a large impact in the recruitment of minorities into law enforcement
positions.
This proposition seemed to be divided in response depending on the length of
service in law enforcement. The respondents who had less time on the department felt it
was more of a benefit for previous generations. One senior officer stated “it had a major
impact on us, and even with me. Like I said earlier, they weren’t attracting enough black
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applicants and they really needed black officers.” However, almost all respondents felt
Affirmative Action and the 1964 Civil Rights Act had an impact on the hiring of minority
police officers at some point and time. Some concerns were expressed with Affirmative
Action in that it could be a “double-edged” sword according to one respondent. This
respondent went on to add that other officers might feel “you were just good enough to
get on with the assistance of these court rulings and legislation.” This respondent felt a
label on some officers could be created from this viewpoint. In addition, other
interviewees felt their skills were more of a benefit than legislation. One officer stated
that “his abilities and personal work history is what helped him get on; not his race.”
This would include applicants who had prior military service, worked in the corrections
system, work history prior to law enforcement, college education, being dedicated to
becoming a police officer, and keeping a clean criminal history. All of these were cited as
more important to success as an applicant.
One other area discussed by the interviewees was the utilization of an Affirmative
Action Officer. There were only a few respondents who discussed this option, and they
had all been on the department for a number of years. However, the officers that talked
about this position stated it gave them somebody to talk with if they had questions or
issues. One respondent stated “when I applied, my department had an affirmative action
coordinator, but a few years after I came on the they got rid of the position.” Some
common themes from these officers were that it was harder as a minority applicant to get
hired in the 1990’s, and only 10% of the applicant pool was minorities. A few of the
respondents went on to say it was also the Affirmative Action Officer’s duties to make
sure the hiring process was fair, and provided a liaison between the officers and the city.
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While almost all interviewees were aware of Affirmative Action and the 1964
Civil Rights Act, it was clear the impact of hiring minority officers in today’s climate
from these respondents does not regard them as the driving force. Most respondents
talked about their qualifications discussed above as far more important to being a
successful police applicant. With this information, it was not supported through these
interviews that the 1964 Civil Rights Act and Affirmative Action have as big an impact
in today’s environment as they did when first enacted.
4.3.4. Question 4
Proposition: Most police departments utilize written testing in their hiring
process. Written testing can cause some anxiety among applicants; with this in mind,
police departments would provide some type of assistance in order to ensure applicants
will do better in the hiring process.
While the responses regarding the amount of written testing provided was varied,
about two thirds of those interviewed felt a formal mentoring program would be
beneficial to minority applicants. In support of this idea, one interviewee even stated
“you are thrown in the fire and have no idea.” Another interviewee stated that when they
ran an analysis of their applicant testing data, a mentoring program caused scores to
increase about 10%. This interviewee stated to help with these numbers “we would meet
once or twice a week and we would go over the test material.” In this area, it was also
clear the length of time on the department had an impact on the response to this question.
Most of the interviewees who had a significant time on the department (generally 20 plus
years) stated there was no mentoring program when they came onto their department. In
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the 1990’s some of the respondents indicated that a mentoring program was being
utilized, but it has not been as strong in recent years. In addition to a formal mentoring
program, other suggestions provided to help applicants was more interaction with
background investigators. While the background investigations section of the hiring
process is a vetting process, it was suggested by several of the interviewees that they
could provide information and advice to applicants. A few of the respondents even stated
that absent a mentoring program, it was more of a disadvantage to minority than majority
applicants. “There are people with grandfathers, even if they aren’t that articulate or
intelligent, they have a mentor to help them, and you don’t see that in the African
American communities” according to one respondent. These respondents went on to say
that several of the white male applicants have relatives on the department, and they can
help give them advice and advise them of pitfalls.
In addition to mentors, study aids were discussed in this portion of the interview.
When it came to the written portion of the hiring process over half indicated it did not
cause them any anxiety. About twenty-five percent indicated they had anxiety, and the
remainder did not give an opinion on the topic. However, even several of those who did
not have anxiety themselves commented they had talked to individuals who had anxiety
on the written testing. Even with these numbers one officer stated “sometimes the written
question assumes everyone has experience with police officers, and that is not fair.” By
far, about two thirds of the interviewees stated that providing some type of practice tests
or study guides would be beneficial to applicants. It was also stressed that if you make
the material public, it is out there for everyone to utilize. In support of publishing practice
material, several of the respondents stated the more tests you take, the easier they get;
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you start to know what to expect, and any kind of review process is beneficial. In support
of the mentoring program, and practice material, was a discussion on study habits. About
one third of those interviewed felt poor study habits are also a problem. Suggestions in
this area included a push for academics, emphasis on English comprehension, and if the
tests are more police knowledge based, assist applicants in this area. One officer added “a
lot of kids don’t know how to study” as a problem with doing well in the test taking
process. Other areas were mentioned to a lesser degree; one of which was the oral
interview process. A few of the interviewees had comments in this area. One of the
comments was that applicants need to be able to articulate themselves better. This
interviewee went on to say that without this ability, minority applicants can “self-select”
themselves out of the process. It was also cited that not having a police background made
the oral interview portion more difficult, and fewer minority mentors were available on
the police department to fill this void. The final area of testing was physical fitness. This
area was discussed only by one interviewee, but was viewed by this person as an essential
component for success in the process and the academy.
The final main theme stressed by a few of the respondents was that the minority
population is not targeted well in the hiring process. “Dig deeper into the pool to get our
diversity numbers up” was a statement by one interviewee, and became a theme of many
of the respondents. One of the interviewees who had completed research on the hiring
program of their department through an audit, stated most minority applicants fall into the
middle of the grading system. However, you need to go outside of the top 10%, because
individuals outside of that group still make good police officers. In further support of this
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idea, one interviewee indicated departments should look at something besides the final
grade to reveal more about the applicant themselves.
While the application of mentoring programs currently being in place was varied,
there was strong support for a mentoring program to be implemented to strengthen the
minority applicant pool and assist them with the hiring process. In addition, while the
majority of the interviewees did not feel anxiety in the written testing portion of the
process, it was acknowledged by several of the respondents that they had talked to
individuals where this was the case. For this reason, there was strong support on a
mentoring program and practice materials to improve the applicants test taking abilities.
4.3.5. Question 5
Proposition: As an applicant you felt discrimination still existed in the hiring of
law enforcement officers.
The overwhelming majority of interviewees felt discrimination still exists in the
hiring of police officers. When asked to cite some specific examples for these feelings, a
few of the examples included: Hispanics tend to be short and stalky so there is a prejudice
on being able to complete the academy; minorities don’t fit the “good old boy” clean cut
style; if you deal with the police in a positive manner you are viewed as a snitch by other
minorities; and one interviewee stated that since she was a female minority, she had to
double prove herself. One respondent stated he was “grilled over and over about his
personal background” and does not feel non minorities were treated in the same fashion.
Nevertheless another officer did not feel pure discrimination existed in the hiring process.
One other respondent was told “even though he placed high on the promotional list he
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must have a photographic memory”; it had nothing to do with his ability. Another
respondent was told that even though he did well in the academy, he was naturally gifted;
the person was responding to his athletic ability. However, one respondent made a
comment that was interesting in this research: The respondent stated that on the flip side,
if a white officer does something to a minority citizen he is considered a racist, but if that
same thing is done by a minority officer it is rude. The point this respondent was trying to
make is that every action is not of a racist nature, but some actions that are inappropriate
are rude across the board. Finally, one interviewee summed up a lot of the undercurrent
feelings the best with a statement “Until you have walked in my shoes, or put on my skin
color, you would never know.”
In other areas from those cited above, about half of the respondents felt minorities
were more scrutinized in the hiring and screening portion of the process than other
applicants. One of the respondents was told during his background that “it was common
for young African American males to smoke marijuana.” Another area cited by a few of
the current officers, was a review of their credit history. It was discussed by a few of the
respondents that minorities had a harder time finding jobs; especially good jobs, than
majority applicants. For this reason, their credit reports could be negatively impacted.
One of the respondents even alluded to the fact that they felt if they could find one or two
things in their background, a department could more easily eliminate them from the
process.
Another area discussed was past residences. One interviewee stated that when he
was growing up he was not “able to remember all 10 to 15 places where he lived because
of mixed households” and they were more heavily scrutinized. Other barriers for minority
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applicants included who you hung out with in your younger years was more heavily
scrutinized; traffic ticket history, drug usage, and the increase number of college credit
hours seemed to be a barrier. All of these issues do not include family and cultural
pressures that are imposed. One respondent cited that family members were not accepting
of them being a police officer, and another officer stated “the mentality of getting out and
doing good police work would get you in trouble.”
The final theme I found in this area was from officers who had been in law
enforcement a long period of time. One officer, in particular, cited a conversation among
two white officers he overheard when coming around the corner of a hallway “the
problem with the police department now was women and the ‘N” word.” Another
interviewee discussed an applicant process for a fire department in the early 1980’s
where the physical examination was being conducted. He stated the x-ray technician
made him stand in a pose that would resemble scoliosis. He even went on to say that
though he thought it was odd, he was only 21 and did not know to question what was
being done. When confronted by the hiring board about the physical issue, he advised
them that is the posture the x-ray technician wanted him to take for the x-ray. After
talking with other applicants, he realized this was done with other African Americans.
This same interviewee did state that while it is not perfect, is seems better today. A few
of the interviewees noted that their department did seem to be making some strides to
improve the recruitment of minorities. However, it was stated by some of the
interviewees that greater strides need to be made to be reflective of the community and to
expand the number of minorities on the police department.
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While most of the respondents discussed some of the improvements in the area of
hiring and recruitment of minority officers, there was strong support among the
interviewees that they felt discrimination still exists for minority applicants. However,
again viewpoints and feelings tended to be that discrimination was more overt 20 to 30
years ago than what exists in the current climate.
4.3.6. Question 6
Proposition: Utilizing a proactive Public Relations Department in a law
enforcement agency can have a positive impact on the recruitment of minority applicants.
An overwhelming majority of respondents felt that a progressive Public Relations
Department could have a positive impact on recruitment. Seeing a police officer in a
positive manner, and utilizing public releases, news stories and public service
announcements, can give potential applicants a better idea of what the job is about.
However, several of the interviewees stated that while this was a good idea, there needed
to also be a unified voice with the department’s recruiting effort. In addition, if the Public
Relations Department is going to initiate this kind of effort, it needs to be consistent and
sustained. One respondent went on to say “I have not seen one department that really
utilizes public relations to go out, or social media like we should.”
In addition to the media, several of the respondents felt this would be a good
opportunity to utilize the social media avenue to recruit applicants. With this in mind, the
department can also maintain a website, and widen their applicant pool. One viewpoint
shared by an interviewee was the need to draw from a bigger pool, and social media and
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websites afforded this opportunity. “Social media and social networking has helped a lot
with getting the word out” according to one officer.
In addition to the social media idea, departments could utilize pictures, YouTube
videos, and other visual information to show potential applicants how police officers do
their job. One respondent stated that if using public appearance, minority officers should
be used that represent the target market; utilize a woman enrichment seminar, and show a
transparent department to the community were other suggestions made by respondents.
Finally, another avenue for a Public Relations Department was the ability to enhance
community involvement. This could be done through churches, job fairs, and schools. “If
you have your recruiter in a large church, that right there is a network in itself, and we are
getting qualified minority applicants” stated one respondent.
One interviewee stressed that several communities and ethnicities could be
reached in this manner. In addition, other ideas included working with ROTC programs
in the public schools, targeting early 20’s to mid-30’s individuals who were not
supportive of officers in certain neighborhoods, and working with students for tuition
reimbursement through public and private sources.
While there was strong support to utilize a proactive Public Relations Department
to help recruit minority applicants, it was clear that this idea was not being utilized to the
fullest extent. This idea could lead to further development of applicants for most
departments.
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4.3.7. Question 7
Proposition: Law Enforcement agencies have utilized Historically Black Colleges
and Universities (HBCU’s) to increase the number of minority applicants and police
officers.
The majority of the respondents stated that their departments currently recruit
from HBCU’s, but that has just started over the last several years. However, there are
other colleges that are not HBCU’s with heavy minority populations that go virtually
untapped, according to some of the respondents. One officer stated “I told them about
this. We have to travel, even outside the state, and go to some of the Historically Black
Colleges because there is a lot of very intelligent folks out there we need to tap into.”
Some of the current officers interviewed have also been on recruiting trips. A few of
them indicated they have seen officers use the recruiting trips as just a getaway. While
this is a management issue outside the scope of this research, it does tie into other parts of
this research where dedicated, serious recruiters are needed. The success of recruiting
from HBCU’s is mixed. It is pretty evenly divided on the success. However, mentioned
again by one respondent, is the struggle of getting the support of parents to have their
children go into law enforcement for a career if they have paid for a college education.
In support of this theme is taking advantage of the recruiting trip. As mentioned
previously in this research, one difficulty for college students is being able to make
testing dates. Some of the respondents, who had also been on recruiting trips, suggested
departments should utilize this opportunity to do onsite testing. One officer stated “we
did bring a whole lot of minority applicants back when they got very aggressive with
recruiting. When they sent a whole lot of minority recruiters down, they brought a whole
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lot of black males and females to the department.” According to some of these
respondents, this is not a new concept and agencies in surrounding jurisdictions utilize
this employment practice. This would also allow a department to do testing multiple
times a year and reach more potential applicants according to some of the respondents. In
addition, a few of the respondents made a suggestion that departments need to do a cost
benefit analysis. This would be done after a number of college visits, and then evaluate
the success rate of applicants versus the time and money invested in these trips. In order
to be successful, money needs to be budgeted, possibly look at other college majors such
as business, psychology, etc., and let applicants know the benefits of the job. Most of
these items have been discussed in previous questions.
Some of the respondents also suggested other avenues to recruit applicants other
than at HBCU’s. A couple of the respondents suggested New York and New Jersey were
fertile recruiting grounds. Some areas in these states have a large minority population,
and their police departments have long waiting lists. This would be an opportunity to
recruit individuals who have an interest in law enforcement, while increasing diversity in
the department. Several of the respondents concurred that departments have to go outside
of their geographical area, and even outside of their state to be successful. One officer
stated “compare the number of trips taken vs. number of applicants gained.”
This proposition only showed moderate support that recruiting from HBCU’s was
successful. The success of recruiting from HBCU’s was almost evenly divided. However,
suggestions like onsite testing, a cost benefit analysis, and establishing a budget for
recruiting has potential to improve the success in this area.
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4.3.8. Question 8
Proposition: Police departments utilize various recruiting programs and
techniques. Some of these techniques are more successful than others. While recruiting
has been occurring for several years, most departments have increased their efforts in
recent years to obtain better applicants. Most current police officers feel that recruiting
efforts have improved since they were moving through the process.
About half of the respondents felt overtly encouraging minorities to apply is part
of a successful recruiting campaign. In addition to being more open in recruiting, there
are other areas where improvement can be made to attract minority applicants. One
officer stated they “need to encourage in the process that they are looking for minority
applicants.” Suggestions by respondents include internship programs, younger recruiters
who can relate to applicants, increasing the number of minority recruiters, and testing
more often to draw a broader range of applicants. There were also several negatives listed
by respondents. They included; not just sticking a police car on the highway saying we
are hiring, doing more in your advertising than “minorities are encouraged to apply”, not
ambushing applicants but providing them with information to be successful. One
respondent provided a specific example of how the wrong message can be conveyed.
This was an officer with rank who had been on their department for about 15 years. This
respondent advised one department in their advertising stated “slackers need not apply.”
While he understood the message they were trying to convey, the respondent stated the
message was offensive.
As stated above, continuing to reach out to universities is essential. In addition to
just visiting colleges, actually giving presentations in the classes and getting together to
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build a rapport with students is essential. One officer stated to always remember “getting
together with students or applicants is personal.” In addition, for this to be successful,
funding is critical. It was a common theme that recruiting from colleges is a long term
solution to develop the sustainability to increase diversity. In conjunction with colleges,
recruiters should also utilize organizations like the National Black Police Officers
Association where advertising and connections can occur.
Another essential theme in this area, besides younger recruiters who can relate to
students, is having officers who can be open and honest with students about police work.
Again, not only were pay and benefits stressed, but developing a rapport with candidates
was important. Letting them know the positive impact an individual can have on the
community, along with easing concerns about the application process, was stressed by
one of the respondents. Another respondent supported this idea by suggesting
departments provide e-mail addresses of recruiters and staying in touch with minority
applicants. Letting applicants know “all people are essential for the job of policing to
police our communities” is an important theme according to one interviewee.
Another important concept that was discussed by respondents was the information
(signals) sent through advertising. Showing that the police department is representative of
the community was another common theme. Diverse representation in advertising was
essential, dealing with other officers like the applicant, makes communication easier, and
the mentoring program was discussed again during this part of the interview. While
conducting career fairs, it was suggested by a few respondents to have a combination of
recruiters in uniform and out of uniform. “In certain venues, a Taser and gun can be a
turn off” you need to be able to adapt to your surroundings, according to this officer.
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With some officers not in uniform, they can appear to be more approachable during the
initial contact.
Several of the respondents felt that law enforcement agencies have been trying
harder to recruit minority applicants over the past several years. Onsite testing was again
stressed, along with more targeting of recruiting efforts. An example that was given by
one respondent was going to venues outside the continental United States, such as Puerto
Rico, if you are trying to recruit Hispanic applicants. In order to have success in this
arena, the recruiter needs to visit several areas when doing a recruiting trip, and increase
website and social media presence for potential applicants in these areas. “We are not
going to compete with other agencies until we start testing outside the state” according to
one officer.
While several of the respondents would agree that recruiting has improved, the
suggestions provided above gives some direction for recruiting activities to consider.
From the themes expressed by the respondents, this proposition has moderate support that
efforts have improved. Increasing funding, being more overt in the need for more
minorities in law enforcement, and increasing the number of minority recruiters would
show applicants the sincerity of police department to become more diverse.
4.4. Current Police Recruiters
This group of interviewees were individuals involved in the recruitment of law
enforcement officers. After these six individuals were interviewed, it became clear that
they had a great deal of sincerity and dedication to expanding the diversity in the field of
law enforcement. All of the recruiters were very open and honest with their feedback, and
provided in-depth knowledge of how their department recruited minority applicants. In
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addition to current recruiting standards utilized, several of the recruiters were able to
provide detailed information on how they arrived to their current status, and
improvements in the area that were needed.
4.4.1 Question 1
Proposition: Police departments convey messages to minority applicants in order
to enhance recruitment. These messages through advertising, social media, and websites
show that departments have a strong interest in hiring minority officers to represent their
agency.
One of the main themes that half of the respondents indicated they were trying to
do was revamping their recruiting campaign. Over half of the respondents indicated they
were redoing their pamphlets or displays to be more diverse. One recruiter stated they
have “been going through the agency and updating photos.”
For example, one department noticed they had utilized the same display for the
past eight to nine years at all recruiting events, and it was not as diverse as they would
like to see. They went around the department photographing a variety of officers in order
to increase their inventory of pictures. “Instead of nine photos on the board, have 30
photos, we use photos according to the job fair” according to one recruiter. In addition to
print forms of communication, half of the recruiters stressed utilization of social media
and YouTube. While editing and producing some of these videos can be expensive, one
recruiter came up with an alternative to make this avenue more reasonable. This was to
utilize the public school and see if they have an A/V department that could help in this
arena. In addition to schools, this recruiter’s other suggestion was to use minority web
advertising and television stations to get the word out about hiring. This respondent stated
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it was a great way to get personal stories out to the applicants so they could relate better.
While I was talking to one recruiter he told me “Twitter and Facebook pages” have
become essential to reach out to applicants.
Half of the recruiters also indicated that they use HBCU’s (Historically Black
Colleges and Universities) for their recruiting efforts. In order to enhance these efforts at
HBCU’s, some recruiters stressed a few ideas like onsite testing to limit travel, building a
different image with minority applicants and stressing that their department wants to
reflect the community, and building a diverse recruiting team to cater to different
audiences. However, in addition to HBCU’s most recruiters stressed the importance of
not forgetting about venues that can have a large minority population such as some small
regional colleges, or the local public school system for potential future applicants that are
not HBCU’s. With this in mind, there were about one third of the recruiters from this
question who were not strong supporters of HBCU’s, and had said they did not have as
much luck in this avenue. One of the main reasons cited for this issue was location. One
recruiter even discussed it can be difficult to keep an applicant’s interest if they have to
travel very far, which supports the idea of onsite testing. One department who did not
recruit heavily from HBCU’s is utilizing their public school system as a pool of future
potential applicants stated they are “big on community outreach programs, trying to bond
with the kids.” This concept will be discussed more in-depth later in this dissertation, but
encouragement is still needed in this area. This recruiter cited that kids in this generation
are out of shape and have to be encouraged to work out. In addition, communication
skills are stressed to the potential applicants to improve their ability to be competitive.
Along the same vein, written testing comprehension was also an issue.
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The last main theme stressed by half of the recruiters was the recruitment of
women into law enforcement. The main way most recruiters attempted to target this
audience was career fairs and other principally women organization sponsored events.
One recruiter even stated a “study was conducted showing the department was short first
on females.” A couple of the recruiters even went on to add that it is tough to get a female
applicant with a bachelor’s degree because she is very marketable outside of law
enforcement. In order to enhance recruitment in this area, as was also discussed above, is
to diversify the recruiting team. One recruiter went on to add that most white applicants
will talk to any race, but minority female applicants get very excited when they can talk
with a black female officer. In addition, it was discussed that recruiters not be too far
removed from the target audience in age, but still able to answer questions when posed by
applicants. For this reason, team recruiting was also stressed. This would provide a
variety of recruiters to draw from for information. Other comments made by recruiters in
this are included having an inside track into the minority female community, stressing
that a department is heavily recruiting females, having personable recruiters is essential,
staying in touch with potential minority applicants, and discussing promotion
opportunities within the department.
While discussing this proposition, there was a strong undercurrent that the current
perception of law enforcement could not be ignored. One recruiter even stated “what is
going on in the news impact perceptions on police.” Another recruiter stressed that
relationships have to be built within the community, and stressed the community
involvement angle and getting away from the “Rah Rah” part of police work. In addition,
this recruiter went on to say that nobody is going to get rich in this field, but discuss the
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benefits available to applicants so they know a good living is possible in this profession.
“Talk to minority applicants about why they want to do the job, and roll that back around
to stress the department is reflective of who they serve and not just white males”
according to this recruiter. One recruiter noted that their department is addressing these
undercurrents by working with kids in the 17-19-year age range heavily, increasing
interaction of kids with police officers through programs with the Boy Scouts of
America, trying to get away from the stern impression of police, or the bravado
impression of “who does not want to be with us.”
While the style in conveying messages to minority applicants varies among
departments, it is clear that all departments are trying to convey their interest in hiring
minorities to represent their community. With this in mind, there was strong support for
this proposition.
4.4.2 Question 2
Proposition: In order to encourage minority applicants to apply to a department, it
is beneficial for bonding to take place between the recruiter and the applicant. In order for
that bond to occur, the applicant has to have a positive image of the department. With this
in mind, recruiters send signals to applicants about the diversity and favorable working
conditions of their department.
While talking to current police recruiters about this proposition, two main themes
were developed. The first theme was the need for recruiters who are personable and can
provide clear feedback. To reinforce this point, classroom presentations were cited as a
popular event. This is done when recruiters are visiting colleges or high school facilities,
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and instructors open up their rooms for recruiters to talk with students about a career in
law enforcement. One recruiter stressed sustainability in this arena. His comment was
they “want college to look up and see we are a fixture.” Also discussed was that the
signal of seeing a minority officer in uniform can help students associate themselves to a
law enforcement position. However, one recruiter warned that recruiters cannot always
be in police mode, they need to be able to step away from that mindset and talk to
applicants as individuals. “Make sure applicants are completely clear, and comfortable
enough to ask questions” according to one recruiter. In addition to recruiting events, one
department stresses the importance of making every officer a recruiter for their
department. This recruiter went on to say “quite often people will say I talked to a police
officer and it is great place to work.” In their experience this helps to recruit potential
minority officers from their own community.
Another main theme was balancing the demographics of the recruiting unit in
regards to race, gender, age, and physical fitness. “Demographics of recruiting unit being
black female, Hispanic female, and himself a white male” is an important concept. One
department supported this theme with the example of military applicants. This
department is near a military installation, and gets several inquiries from that base. Being
able to deal with military applicants and their issues has been a significant part of their
success. A 2012 Department of Defense Demographics report indicated that active duty
enlisted personnel were 16.8% African American and 9.5% of the Officer core (p. 24). In
this same report, females made of 14.4% of the Officer core, and 14.7% of the enlisted
core (P. 23) throughout the Department of Defense. In addition, one recruiter emphasized
that the recruiter has to do research on the job fair they are attending. The job fair itself
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will dictate the recruiters that need to be sent, and larger job fairs tend to be more
successful. Also discussed were job fairs in the department’s city; do not overlook other
community organizations. This would be a chance to talk about the police involvement in
the community, and get away from the “Rah Rah” of police work according to one
recruiter. Different organizations such as churches, for example, can provide leads to
potential applicants. Some community organizations offer assistance with resume and
interview skills that are beneficial. Having a balance is important for success in a
recruiting unit. One recruiter advised they have had older recruiters, but advised younger
applicants “did not want somebody that reminded them of their grandma or grandpa” and
wanted recruiters closer to their age.
In addition to the balancing of recruiters, another smaller theme that materialized
with about one third of the recruiters was the use of technology. With the current
generation being so tech savvy, it is important to have recruiters who can relate in this
arena; having younger officers who tend to be more technologically advanced (age), and
having recruiters who understand social media, websites, and other internet and computer
applications is important. One recruiter even advised that “departmental phones have
been helpful for applicants to reach out.”
A theme that about one third of the recruiters cited was taking minority applicants
under their wing and mentoring them. One of the ways to do this is to stay in touch. One
suggestion was providing recruiters with dedicated cell phones so that applicants would
have quick access to a recruiter / mentor. Another interviewee emphasized helping with
the actual applicant process “as opposed to letting the process take them along and whip
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them up and the chips fall where they may.” In addition, don’t be afraid to show a strong
interest in minority recruitment and the applicants themselves.
From the information received during the interviews, there is strong support of
attempting to bond with potential minority applicants. They show this support for this
proposition by choosing recruiters who are personable, matching the demographics for
the target audience, and trying to give guidance through the hiring process.
4.4.3. Question 3
P: Most police departments feel the 1964 Civil Rights Act and Affirmative Action
Plans have an impact on the recruitment of minority applicants.
Of the recruiters interviewed, two thirds felt both the 1964 Civil Rights Act, and
Affirmative Action Plans, do have an impact on recruitment. Comments included that
legislation helps support the argument of recruiting; when consent decrees were enforced
it improved the recruitment of minority applicants, and made the department stay within
the guidelines of the law. However, some of the respondents stated that even with
legislation, it is important to make sure the applicants are qualified, and that recruitment
efforts are attempting to represent the population of the community served. Finally, one
recruiter concluded, that actively recruiting will result in getting more minorities. That
recruiter went on to say “if we look at it that way then we are going to get the number of
minorities to represent the community.”
The other one third of the interviewees did not feel the 1964 Civil Rights Act and
Affirmative Action Plans had that great of impact on recruiting. One recruiter discussed
that a department has to do active recruiting. In order to do this successfully, applicants
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have to feel connected to the department, there has to be recruiting efforts outside of just
a few states, and combining testing phases at one time to limit the inconvenience to
applicants. Again it was reinforced by this group of recruiters” to recruit the best and the
brightest wherever we go.” However, outside of the legislation, one recruiter did convey
that the average African American female with a four-year degree does not generally
look at law enforcement as a first choice. It was clear from this recruiter that the
challenges of recruiting went past legislation and judicial remedies.
When these research questions were designed, it was felt that there would be a
large amount of debate on this issue. While two thirds of the respondents support this
proposition, indicating strong support; this question had the lowest amount of comment.
Those comments received did not generate as much debate as expected. It was obvious
from the interviews that recruiters were much more interested in discussing recruiting
tactics and observations.
4.4.4. Question 4
Proposition: Most police departments utilize written testing in the hiring process.
These tests have been known to cause anxiety in some applicants. For this reason, most
departments offer some kind of assistance like online practice testing resources or a
mentoring program to assist applicants with this portion of the process.
The division in the response rate to this question was very interesting. Two thirds
of the recruiters who responded stated they do not currently offer a formal mentoring or
tutoring process, and most of them went onto say that not much assistance is offered to
applicants to get them used to the process or the culture of policing. However, about half
of the respondents indicated they did offer some type of study guide in a PDF format to
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assist applicants. One recruiter advised “once a month we have what they call a civilian
orientation. They do a two-hour PowerPoint presentation. For those that offer online
resources, some of the recruiters stated that they give advice on how to be successful in
the process informally, will send the study guide to applicants who do have access to a
computer, and one department also went on to say that if they talk to an applicant they
will give advice on other phases of the testing process. One respondent even noted in
their process that you “don’t have to have specific police knowledge.” One department
did state they offer tutoring throughout all phases of the testing, and the recruiter went on
to say that as a department you would hate to lose an applicant just because they did not
understand a particular phase when clarification can make all of the difference.
For the one third of the departments who offered some type of tutoring programs,
the style of tutoring varied. One department utilized the Girl Scouts of America to tutor
potential applicants, another department offered tutoring sessions once a month open to
all applicants, and one department utilized colleges to offer tutoring. For the department
who utilized colleges, their state puts on a transfer academy through selected colleges.
According to that recruiter you will “be sponsored by us, but you are attached to a
college.” Potential applicants take classes at the college, and these colleges are utilized to
help with the testing process also. In addition, some departments utilize programs such as
the police explorers, camp retreats, and the public schools. At first pass the three previous
mentioned areas seemed to be too early to offer tutoring, but in each case the departments
were more concerned in getting teenagers indoctrinated into the police culture rather than
focusing on one specific area of the process. To further expound on this topic, one
recruiter interviewed works with both the fire and police department in recruitment;
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according to this recruiter, rather than spending valuable resources on HBCU’s, they
utilize their public school system which has a large minority population. They have
officers who teach in the schools, and when high school students graduate they can apply
for cadet positions in the fire and police departments. They go through the same process
as a sworn fire fighter or police officer (written testing, oral interview boards, physical
testing, etc.), and when they turn the legal age of 21, and have done well as a cadet for
the respective department, they are put into the academy to become sworn members of
their particular department. This recruiter went on to say that the fire department takes
their relationship with applicants in this program a step further. They will do impromptu
workout sessions where they notify applicants via a text, and will do mock interviews and
give the applicants a video of the interview to learn from the experience and get used to
sitting in the “hot seat.” This same recruiter stated the police department is working on a
similar process, but is not quite there yet.
While discussing the idea of testing, about one third of the recruiters felt taking
the bias out of testing was difficult. For example, one recruiter cited “how words are
interpreted can have an impact by community.” Another recruiter stated that their tests
are Civil Service Exams and are very generic. A third recruiter stated that taking police
jargon out of the testing process would be a benefit, especially if the applicant has not
had the advantage of being indoctrinated into the police culture. In addition, another
department indicated they test at the 8th grade level in an attempt to eliminate bias from
the process. Finally, one recruiter made an interesting observation on the current
Millennial generation; this recruiter has noticed that applicants today answer questions
“like they text.” This has created a disadvantage for applicants in the testing process.
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A few final comments were made by some recruiters that are worth mentioning
under this area. One recruiter stated that there is still an internal problem with some
individuals inside police departments who do not have a strong support for diversity, and
went on to say keeping minorities in the profession can be difficult once they are hired.
Unfortunately this portion of their comments is outside the scope of this study, but does
bear investigation by future researchers as part of Schneider’s (1987) article on
Attraction, Selection, and Attrition. This same recruiter, however, did take a great deal of
pride in the work and mentioned they were able to help several individuals be successful
in their hiring process, and applicants and future officers have “called and thanked me.”
Whether they had a mentoring program or not, almost all of the recruiters agreed a
mentoring program would help in the recruitment of minority officers. A mentoring
program would show the interest that departments would have in increasing their number
of minority officers, and the commitment to their community to become more diverse.
After conducting the interviews, the support for this proposition was only
moderate. Very few departments offered a formal mentoring program, and assistance in
the testing phase was sporadic and varied. Some departments offer informal help, online
study guides, and reach out to applicants, but the approaches were quite varied. Through
the interviews, only one department was noted as attempting to develop a minority
recruitment process that could be considered grass roots, and was sustainable in the
public school system.
4.4.5. Question 5
Proposition: From the recruiters’ standpoint, discrimination does not exist in the
hiring of police applicants.
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After conducting interviews, two thirds of the recruiters stated that applicants
have not expressed to them that discrimination still existed in their hiring process. One
recruiter stated “maybe an applicant that gets disqualified may have a bone to pick.”
Showing support for their applicants while in the process is one way a recruiter indicated
they try to encourage minority applicants. Another recruiter stated “not the hiring, but
getting them into the system and what you are doing with them” is important for minority
applicants. Finally, another recruiter indicated ”hitting on all cylinders, visiting HBCU’s
over the country, and planting our flag” was an important way to show minority
applicants they are wanted to represent their community.
However, one third of the recruiters indicated that applicants and current police
officers had expressed to them that discrimination, from their viewpoint, still existed in
the hiring process. Some ideas mentioned previously in this research were stressed again
in this portion of the interview; having recruiters at events that matched your target
population, utilizing current police officers in the community to talk with groups to
reinforce the desire to represent our community’s population, and showing the public that
the department is really serious about minority recruitment. One recruiter stated that she
had talked to a couple of female applicants and they told her they “felt like they were
discriminated against because they were black females, felt like they were looked at like
suspects.” In addition, about one third of the recruiters indicated applicants who failed the
test wanted to know why so they could improve. Departments need to be able to work
with these applicants to develop them for future processes.
One third of those interviewed stated the background investigators for a
department need to be a liaison also with the applicants. While they have a job to do,
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these recruiters felt background investigators could also provide input and advice to the
applicants. However, it was pointed out by the same recruiters that their departments
hired retired officers for background investigations, and that demographics did not
always match the minority applicant pool. One recruiter even said they had been
contacted by black females who felt the background investigator had been too aggressive,
and that they were discriminated against. “Diversity is a problem if your background
investigations unit is all white males; there is a perception problem” according to one
recruiter.
From the information gathered in this portion of the research, it is clear a majority
of the recruiters do not feel discrimination still exists in the hiring process of minority
applicants and there is strong support for this proposition. However, comments made by
other recruiters on how the process can continue to be improved should not be
overlooked.
4.4.6. Question 6
Proposition: A proactive Public relations department will have a positive impact
on minority recruitment.
The viewpoints on this proposition were very fragmented. About one third of the
recruiters felt that using their PIO (Public Information Officer) had been successful. One
recruiter advised that at the time of their interview they had “just sent an e-mail to the
PIO for a PSA (Public Service Announcement) and it was very successful.” This idea
extends that all officers, including the PIO, should be recruiters. In addition, according to
one recruiter the PIO can work, but due to the bureaucracy it will be slow within the
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police department. If the PIO is going to be used as a recruitment tool, a solid direction
needs to be established so the PIO will have a clear mission. For one department, instead
of the PIO, they use a Community Relations Sergeant to handle these tasks. This position
exists in every precinct, and according to one recruiter it helps to be able to discuss with
the minority community what is happening, because field contacts can cause tension in
minority neighborhoods. As this recruiter went on to say, since “someone can go from
good too bad in seconds” it helps to be able to discuss this situation openly.
In two thirds of the departments, the PIO office takes care of the website and
social media exchanges. This would include sending out advanced e-mails to colleges,
advanced press releases about recruiting events, and coordinating with local television
stations for news clips making minority applicants a priority. Quite simply put by one
recruiter “proactive public relations do help.” It was reinforced by the majority of the
recruiters though, that it was up to their units to make recruiting a success. Some of the
public relations ideas that were offered included multiple testing on the same day, testing
every month, working with high need applicants to get them through the process, and
working with local churches for the ministers to stress that the police department is
hiring. In addition to the community support from programs, building a future police
recruitment pool is showing support from one department. As discussed previously,
building a cadet program so middle school and high school students have a positive
image of police officers is important. However, this recruiter went on to say the police
department “needs to have somebody on the police department saying here is what we
do” in order to gain support by public school students. Agencies also need to work with
this pool of potential applicants on “mini-challenges” to keep the interest of these
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students. All of these ideas have generated positive public relations for different
recruiting efforts.
About one third of the recruiters talked about the positive impact of career fairs
and other functions where a large minority population will be present. To make these
even more successful, one recruiter talked about requests they had received from the
Latino community to do events especially for them, and their department will do special
hiring events where community groups have prescreened the applicants. Along with
career fairs, HBCU’s were stressed in this section. In this realm, one recruiter stated
“push your brand and make a positive public image.”
In summarizing this area, some not so positive public relations media were
discussed by this group of interviewees. One recruiter discussed they have used
billboards, but with social media they were not as successful. In support of this idea, one
recruiter emphasized having somebody who understands social media in today’s age is
essential. One recruiter stated “before we go out anywhere, I will get with our media
representative from the PIO office, list dates, and they put it out on the media page and
twitter page.” Not having that can be very detrimental to a program. Stressed above was
monthly testing by one department, while conversely it was discussed by another
department that keeping an applicant in a que for too long was detrimental. The recruiter
from this department stated they only tested once a year, and that impacted their success.
While it was clear that public relations, technology, and public perception has a
large impact on the success of a recruiting campaign, the use of the PIO in most
departments has not gained a great deal of success. From the information gathered, this
proposition did not garner a great deal of support.
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4.4.7. Question 7
Proposition: Several departments recruit from HBCU’s in order to enhance their
number of minority applicants. Most departments would find HBCU’s a beneficial place
to recruit for their departments.
For almost all of the recruiters interviewed, HBCU’s were utilized as part of their
recruiting plan. Several of the departments have looked at developing a more in-depth
plan on how to become more engaged with the HBCU’s. For example, one recruiter
talked about one of his recruiters who is on the boards of some HBCU’s near their
department. “Throughout Florida there are several HBCU’s where they are on the
boards.” With this activity, they can become closer to the HBCU, and make it part of
their law enforcement community. In addition, a couple of different recruiters even stated
they want to get “more plugged in” than just career fairs, but also with professors and
teachers. Departments realize the utilization of internship programs, and a couple of other
departments are either currently using, or will be developing, an internship program with
some HBCU’s. One recruiter went on to say “you have to explain to the skeptics that
going to visit one of these colleges once or twice a year is nothing, they have to see you
five or six times within the year; preferably seven or eight times.” A few other viable
suggestions were made that are outside the classroom; one of these suggestions was
sporting events. During the year, several HBCU teams compete against each other.
Utilizing recruiters to not only talk with athletes after they graduate, but setting up
recruiting booths for attendees, seems promising. In addition to officers recruiting, using
pro athletes to help recruit, and using officers who graduated from the particular HBCU,
could help to open communications with potential applicants.
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As mentioned on previous propositions, one department has not been in support
of recruiting from HBCU’s. They have utilized their resources to recruit from their public
schools, and other locations within their state. They “principally do their minority
recruiting through the school system.” In addition to the schools, they utilize clubs such
as the Boys and Girls Club; but according to the recruiter interviewed the public schools
of that department jurisdiction has been their best pool of applicants. As discussed
previously, they stressed their cadet program (police aids) as a solid funnel to full time
sworn officers on their department.
While most departments did not have statistics showing how many officers were
hired from HBCU’s, almost all of them felt it was a successful recruiting tool. With the
information provided, there was strong support that recruiting from HBCU’s is a viable
option for minority applicants.
4.4.8. Question 8
Proposition: Departments utilize a variety of recruiting techniques. Some of them
are more successful than others, however, most recruiting programs have at least one area
they can point to that they feel is successful.
Again, the responses from all of the recruiters varied. Half of the recruiters
interviewed stressed career fairs as their most successful way to entice minority
applicants to apply to their department. One recruiter stated “job fairs face to face contact
has been the most successful.” However, you have to evaluate which career fairs to
attend. One recruiter, who discussed earlier about recruiting from military installations,
even stated that not all military recruiting fairs share the same success. Adding to this
success for these departments, is utilizing recruiters who match their target market at
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these career fairs. HBCU’s were also discussed in this question. Although knowing which
HBCU will allow participation in their career fairs is important, it is also important to
know which ones will allow going into the classroom for additional recruiting
opportunities. This same recruiter even commented that “administrators have called him
and thanked him for input.” Again, building on the theme, half of the departments felt
HBCU’s were successful as stated in the proposition above, but some additional warnings
were provided; recruiting from HBCU’s is not a quick fix. According to one recruiter, it
can take three to four years to get a return on that investment. According to another
recruiter you have to be able to “suck it up” and let applicants express their point of view,
which can be difficult. In addition, according to the same recruiter you need to “keep in
touch with applicants” in order to have success. Finally, it is important to watch which
colleges you recruit from, according to one recruiter. “Would I be comfortable knowing
my son is attending this school” is an important question to ask.
The next area discussed by recruiters is the impact of social media and the
Internet. During this research, there were mixed reviews on newspaper, magazine,
billboards, moving trailers, and the side of city bus advertising. Slightly over half of the
recruiters felt this type of advertising was out dated and not successful anymore, but this
viewpoint was not unanimous. In addition to recruiting via social media it has been a
benefit for finding out about applicants, and getting the best individuals for their
department. One recruiter cited another recruiter who utilized Craigslist for attracting
applicants. This recruiter would advertise their department, schedule appointments, and
give feedback through Craigslist for a low cost advertising scheme.
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A third area discussed was e-mailing, texting, and calling applicants. One
recruiter advised they have a tracking system which has been “utilized where they sign
in, about a week later call them, and do some follow up.” They learned quickly when
applicants did not open the letter that was sent to them on when to report for the written
test and physical agility test, their show up rate decreased. The applicant advised the
recruiter he will let his mail sit for days, but always checks his e-mail and texts. While
this was the only recruiter to express this in-depth of a story, half of the recruiters,
through their comments, agreed with this observation. In order to assist with this
problem, some departments have set appointments with applicants while they are there in
person for the current step in the hiring process, and remind applicants through e-mail
and text messages.
Communication was the next area discussed as a strength and necessity. All
recruiters have to be on the same page. While talking with applicants, give them time to
ask questions, gain input from African American officers currently on the department,
and communicating in any type of advertising that your department is aggressively hiring
minorities was stressed. Stressed along with communication media, was the use of public
service announcements, working with local radio stations, and have command staff
publicly support efforts to represent the community.
Finally, understanding where applicants come from is important. One recruiter
stressed getting away from the “Rah Rah” mentality, and communicating how
community service is important. One recruiter even stated “going out into the
community, letting the minority community and the churches know we are aggressively
hiring minorities has been successful.” As mentioned previously, limit the number of
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trips for out of state applicants to limit expense and inconvenience and keep them
interested in the process.
There were some negatives, however, that were discussed by recruiters. One
recruiter stated how the police interacted with minorities in the 1960’s and before has an
impact on recruitment. This same recruiter went on to say “in today’s society we have
better educated police officers, which makes a big difference.” Nepotism can discourage
applicants from applying. According to one recruiter, some minority applicants feel the
deck is stacked against them so why apply since they do not have inroads to the
department. One recruiter stated “in the past it has been a majority male dominated
profession” which has impeded recruitment. In addition to negative feelings towards law
enforcement, getting past minority applicants parents can also be a challenge. As one
recruiter stated, they have a problem visualizing their children in the line of fire. “Parents
are very involved, will not let their kids sign up; sometimes parents are leery of the
department.” As discussed previously, this department utilizes a cadet program (police
aid) to ease this transition. It satisfies two purposes in their recruiting program from this
viewpoint; it limits the resistance from parents, and employs minorities from the 18 to 21
age bracket where it could lessen their chances of having a negative contact with law
enforcement. However, even this program has run into problems. This department had a
residency rule lifted, and individuals from outside of the county can apply, which has
reduced their minority applicant pool. One of the problems they are facing with taking off
the residency requirement is “if I do not have to live in the city which I police, sometimes
people take the attitude if does not affect me.” The loss of the residency requirement has
created for this program a negative and hampered minority recruitment.
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After conducting my interviews with current police recruiters, it is apparent that
there is strong support for this proposition. While every department had a different
approach, and what was a good avenue for one department was not one for another, each
department had at least one strong area they emphasized. The underlying issues with
minorities and law enforcement were discussed again in this proposition; these issues
cannot be ignored and must be addressed in any recruiting program.
4.5. Comparison between Interview Groups
After completing the initial analysis on the three groups, a cross comparison was
completed between groups. Since the core of the questions were the same, it was
important to discover similarities and dissimilarities in the recruitment of law
enforcement officers. This was accomplished by taking the responses to each question,
extracting the main themes, and comparing information. In support of this comparison, a
table was constructed and placed in the appendix comparing main themes between police
recruiters and current police officers. All eight questions were analyzed, and these results
help to support the conclusions, recommendations of future research, and future
recruiting ideas that will be discussed in chapter 5.
4.5.1. Question 1
Question number one, for all of the groups, was designed to determine several
concepts. The first one is a message being conveyed to minority applicants that law
enforcement agencies have a real need to increase diversity. What messages are being
conveyed, and what media such as social media, websites, etc. are being utilized.
It was clear from the responses of the police recruiters that half of the respondents
were utilizing YouTube and social media venues to reach out to minority applicants.
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However, the combined results for the college students showed a lack of receiving this
information. The majority of students cited one of their main issues was to improve
visibility of websites and the messages conveyed. ’One student stated that she “has not
seen a lot on websites, social media, etc.” For the current police officers, they stressed
utilizing public relations officers to enhance social media sites. However, these officers
cited it would have to be a sustainable effort to be successful.
A more diverse group of recruiters was also essential according to current police
recruiters. This viewpoint was supported heavily by the current college students. Some of
the main themes in this area were that both more minority, and especially female officers,
were needed on police departments. One student even added “having a diverse minority
recruitment presence was important.” This topic was not stressed as strongly among
current police officers, but it was mentioned by a few that more minorities were needed
to recruit.
One of the themes that all groups discussed, which directly relates to the
Signaling Theory, is the make-up of diversity in advertising. Most recruiters stated they
were going through their billboards, pamphlets, brochures and other advertising material
to make it is more diverse. In addition, it was stressed by recruiters that they want to
convey the message through this revamped advertising that they want to more closely
represent the community they serve. One recruiter stated you have to “stress these ideas
with everyone; but especially minority applicants.” There was a great deal of agreement
between college students and current police officers on this topic. Several of the current
police officers stated that there needs to be more advertising geared towards minority
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applicants, and some of the college students indicated the advertising for police
departments tends to be very generic.
Recruiting venues was the next topic of discussion. While all three groups were in
agreement, as stated above, about the more diverse make up of recruiting teams, all
groups supported career fairs and recruiting from HBCU’s / Hispanic colleges as a strong
avenue. Well over half of the college students wanted to see more law enforcement
officers at their college career fairs. In addition, they want a sustainable effort to stay in
contact with applicants via e-mail and personal contact. They also want recruiters who
can be open and honest about the profession. About half of the current police officers
agreed with this idea, and stated police departments need to be recruiting from colleges
with heavy minority populations. Current officers went on to add that traveling outside of
the department’s home state to do this was also necessary to broaden the applicant pool.
One officer even added that a surrounding police department “was going to Puerto Rico”
in order to recruit Spanish speakers.
Finally, all three groups talked about preparing applicants to becoming police
officer as an important concept in this area. One third of the recruiters stated they try to
cater to minority applicants by having out of town testing, and discussing promotion
opportunities. This idea was supported by college students, but in addition they want
departments to talk about what might exclude them from the process. An example cited
by a couple of students included illegal drug usage. One student stated “recruiters tell
them if they are doing weed they need to stop.” Current police officers felt that to prepare
applicants for the department, working with the media to convey what an officer does,
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and utilizing YouTube videos to instill knowledge, was a beneficial part of the
knowledge sharing process.
4.5.2. Question 2
Question two dealt with the bonding of recruiters with potential applicants, and
how recruiters form a positive image of the department they represent so minority
applicants would be encouraged to apply. One of the leading responses was having
recruiters who are personable and can give clear feedback to applicants. The vast
majority of college students wanted recruiters who could inform them about the job, and
show an interest in recruiting minority applicants. In addition to the job, college students
were concerned about benefits. This would include not only pay, but also assignments
and promotions. One student makes this statement about community service, “how you
can benefit the community by being part of the of the police department” was essential to
being an officer. Also cited by college students was that well rested recruiters were
important to display a positive image. Have enough recruiters so breaks are possible, and
the interest is kept high by the recruiting team. Several of the current police officers
stated no bonding with recruiters happened when they applied, but almost the same
number stated it has gotten better in recent years. Almost half of the current police
officers supported the idea of making applicants feel welcome. In addition, having
minority officers available to have a dialogue with applicants was essential. Some of the
topics that should be discussed with applicants include how minority officers are treated
on the department, a discussion of benefits, and how minority officers are needed to
match the demographics of the community. “You have to understand the different
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cultures and you have to appreciate those cultures. What are their concerns, and if you’re
familiar with that culture you can tap into it” according to one current officer.
To support the ideas listed above, several of the recruiters discussed taking
minority applicants under their wing and not letting them be rejected because the process
was overwhelming. One recruiter stated “taking minority applicants under your wing is
the best way to ensure success.” the recruiter even added; if not they can get frustrated
and “you can lose them.” Tying directly with this idea was college students who stated
how recruiters speak with applicants both in a positive and negative tone was important.
Some of the college students indicated recruiters need to want to help, need to be
engaging, and let the public (applicants) know what you do. “They are here for good
people” according to one student when they attend career fairs. However, it was noted by
a few interviewees, they had not seen any positive signs from recruiters yet the vast
majority could not cite any negative interactions with recruiters. Some of these
indications were from body language and not being engaging. “One of them took a look
at him and did not smile, they just discounted him” according to one student. Current
police officers supported the idea of working with applicants by having a diverse group
of recruiters available. Several of the current police officers went on to say that there
needs to be an understanding of what each culture is needing, and a few more officers
even discussed the impact of the black community not trusting the police as an impact to
recruitment. However, in attempt to combat this issue, working with students at HBCU’s
and in the public school system in a positive light was cited as beneficial.
The final area, again mentioned by college students, was job fairs. College
students felt this was the best way for police departments to show an interest in
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increasing the number of minority officers. One student who talked with an officer stated
“the positive image comes from being upbeat and honest with applicants.” Current police
officers supported the job fair idea and to have recruiters that understand that they may
not win an applicant that day, but through sustainability and commitment they may come
back to the department in the future. Recruiters wanted officers who not only represented
the demographic being sought, but felt applicants would bond with recruiters who were
closer to their age and were physically fit. One recruiter stated “we want our people to be
physically fit, proactive, and friendly. You have to pull out of them white, black, male,
and female why they want the job.”
4.5.3. Question 3
Question three dealt with legislation that has impacted the hiring of
underrepresented groups in law enforcement. The two main pieces of legislation
discussed during the interview were the 1964 Civil Rights Act and Affirmative Action.
However, respondents were not prevented from discussing any other legislation or ideas
they felt would be appropriate to this content area.
The responses from the recruiters and current police officers was very limited in
this area. While recruiters acknowledged that this legislation had a positive impact on
hiring minority police officers, it had a limited impact on how they run their recruiting
campaigns today. Most of the recruiter responses were tailored more around combining
testing, connecting with applicants, and trying to recruit the best and brightest applicant.
In fact, one recruiter even went on to say “people have to feel connected” in order to have
success. Current police officers were divided on this topic. For newer officers with 10 or
less years on their department, the 1964 Civil Rights Act and Affirmative Action did not
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have as big of impact as for officers who had 10 plus years on the department. Several of
the officers cited their skills and abilities were far more important. In fact, one officer
even stated this type of legislation from his perspective created the environment of you
were “only good enough to be a black police officer.” However, a few officers who had
been on for more than 10 years remembered an individual who was the Affirmative
Action Officer. This position no longer exists, but several of the respondents stated this
position was a benefit because they kept the process fair.
The current college students had more to say on the topic. A majority of them felt
this legislation and court rulings has an impact on the hiring of minority police officers.
In addition, it outlined a “bracket” for the minority to be considered, and also opened up
more doors for female applicants. Also discussed was the impact on what departments
have to say and offer to minority applicants. For example, it increases the positive view
of law enforcement if they go by this legislation, and it makes applicants feel like they
have an equal and fair chance. One respondent summarized their thoughts with the
following statement that you can “see that desire to actually change the past” as a positive
improvement. Another respondent stated that it “makes you want to be part of something
great.”
4.5.4 Question 4
Most police departments utilize a multiple hurdle process, which generally
includes a written test, oral interview, physical agility, and a background investigation to
screen applicants. From personal experience, the written testing component has always
caused a great deal of stress among applicants. The basis for question four was whether
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or not the written test causes stress, and is there a way to help alleviate some of this
stress.
When interviewed, the vast majority of the college students did not feel written
testing would cause any stress for them. Several of the college students understood it was
a vetting process to eliminate applicants who were not ready to be law enforcement
officers. “If you are going to be a police officer you have to have good communication
skills; having good communication skills also includes writing” according to one student.
However, most of the interviewees did feel that even though the tests did not cause them
anxiety, mentors would be a beneficial way for recruiting minorities and resolving any
issues that did arise. Mentors could follow up more on a one-on-one basis, and help any
applicants who might have anxiety issues during the testing process. “A mentor is a great
thing and they can help you with so much” one student stated. Several of the college
students felt other things that could help with the testing process is that hiring should not
be based on just one test, but practice scenarios would be beneficial. In addition, posting
practice tests on line could help applicants understand the testing process better.
Current police officers concurred with the college students, and stated that
practice tests would be beneficial. Also, overwhelmingly, current police officers
supported the idea of a mentoring program. While the majority of current police officers
indicated that the written testing did not cause them any anxiety, some of the current
police officers did indicate written testing caused some anxiety for them, and some of
them struggled in the areas of criminal justice knowledge and English comprehension. In
addition, a few of the current police officers stated that a mentor could help with study
habits, one officer even stated that if you look at the bottom of a hiring list, a lot of
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African Americans are in that area. Having someone to mentor and guide the applicant
through the process could be a benefit most minority applicants do not have. “Mentoring
or tutoring would help with the success on the number of applicants in the process”
according to one officer.
Half of the recruiters interviewed stated they do not offer a mentoring program.
About one third of the departments interviewed offer a study guide or some kind of
tutoring with the written process. Some departments, through their connection with local
colleges, offer tutoring through college courses. Even one third of the recruiters
interviewed stated that taking the bias out of a testing process can be difficult. However,
continuing to take feedback and make improvements is essential. One recruiter stated it is
“tough to make it neutral, but you still have to strive to do so” in the hiring process.
4.5.5. Question 5
One of the core parts of this research is whether or not applicants feel
discrimination still exists in the hiring of police officers. Discussing this topic with
college students, the overwhelming majority feels discrimination still exists in the hiring
of law enforcement officers. However, a couple of students stated that they felt
discrimination was not limited to just law enforcement, but all occupations. One student
stated “his ancestors came here as slaves. They were thought of as property not humans.
The people who ran the country back then, their families are still running it today.” Some
of the reasons cited include media stories of African American males and white officers
having encounters, apparent pecking order in hiring of officers (white males, black males,
white females, black females), and stereotypes of the black community. One example
cited for this belief is that the black community is poor, and they are associated more
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heavily with drug activity. In addition, the personnel that are displayed for law
enforcement indicates that it is a male dominated profession. Respondents felt that this
stereotype could be offset if there were more females at recruiting fairs; especially
African American females. A few of the college student respondents did not support
these views. Some of them did not feel discrimination exists, and that law enforcement
agencies have come a long way in making the playing field fairer; however, they added
there is still a long way to go. The reasons cited by this group include what they call the
“media hype” of incidents, and positive interactions with specific departments during
career fairs.
Current police officers interviewed, largely support the current college students in
the belief that discrimination still exists in the hiring of police officers. Some of the
stereotypes listed by this group include departments looking for clean cut good old boys,
some minorities like Hispanics do not fit the build for most police departments, and the
discrimination of Affirmative Action discussed in a previous question as several
examples of discrimination in the hiring process. “How the background process is
conducted is still an issue with the minority community” according to one officer. One
third of the respondents felt the background portion of the hiring process was slanted
against them. Who the applicant hung out with before becoming a police officer, not
being able to remember multiple addresses where they lived as a child, credit history, and
the number of minority applicants hired out of a pool was a few reasons cited for this
belief. Finally, when talking with officers with 20 or more years on the department, old
prejudices still exist. For example, one officer cited an experience in which he came
around a corner in the police station in the 1980’s, and two white officers were talking.
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One said to the other that women and “N” word were the problem with law enforcement
today. While this officer stated things have improved, he still feels the undercurrent of
those words.
Current recruiters had a little different viewpoint. About half of them stated
applicants have not expressed to them that discrimination exists in the hiring process. In
fact, giving applicants encouraging looks, and going to several HBCU’s and “planting”
their flag were examples of trying to encourage minority applicants. When a few
recruiters advised that applicants had stated they felt discrimination still existed, it was
officers from within the department talking with them, and stating that the department
needed to represent the community. In support of this previous comment, and other
research questions, most recruiters are trying to diversify their recruiting units.
4.5.6. Question 6
The goal of question six was to determine if a proactive Public Relations
Department or Public Information Officer would have a positive impact, and if the
respondents had seen such an approach. About half of the recruiters stated they had used
the Public Information Officer to update their media page and manage a Twitter account.
In addition, half of the respondents were utilizing social media to reach out to applicants.
Most recruiters felt that a heavy use of their website and utilizing TV for public service
announcements had been successful. “Constantly advertising and make minority hiring a
priority” is an essential message conveyed by one recruiter. About one third of the
recruiters have used the PIO for actual recruitment. Additionally, there is benefit to being
able to talk to the community about field investigations and discussing how the police
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department is working with the community according, to some recruiters. Finally, going
to every diversity career fair has helped the public relations piece. Examples that were
cited include working with community groups to prescreen applicants, and being able to
push the department’s brand to form a positive image to enhance minority recruitment.
Most college students agreed with the recruiters, and felt that a positive public
relations perspective would be beneficial. One student stated “when you see them talking
positively to the media and giving them public information” a positive image is formed.
The participation of police officers in public school events could be a big benefit for
future recruiting, according to several college students. In addition, job fairs were heavily
discussed by this group of respondents. Most of them wanted to see a video of officers
having a good time at work, and went on to say that the media does not always portray a
positive image of law enforcement. A few of the respondents felt law enforcement
agencies needed to step up their efforts in this regard; comments included just putting a
poster up around campus, distributing flyers, or signs around bus stops were not enough
proactive public relations. One officer stated “even our department doesn’t do that like
we should, we just don’t do enough of that” and need to expand in this area. More needed
to be done to come out and meet high school students, community groups, and youth
groups in order to increase positive public relations. Some of the events suggested
included Indiana Black Expo, encouraging ride along programs, and more visibility on
television in a positive light.
The majority of current police officers like the idea of utilizing the Public
Information Officer to help with recruitment. However, a few officers stated they have
not seen a unified effort in that realm. Again, to tie into what the college students and
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recruiters were saying above, utilizing the PIO position to put the department in a
positive light would be beneficial. One of the suggestions by current police officers was
an active social media campaign for minority applicants. Utilizing the internet in addition
to social media to expand the applicant pool. Current officers were also in support of
reaching out to the community to get the message out. Utilizing churches, minority job
fairs, and schools were suggested as ways to target minority groups to enhance
recruitment. “Even going through our churches and abroad has been helpful getting the
word out” according to one officer. Finally, current police officers addressed the idea,
again, of diversity in advertising. This has been mentioned before, but only the current
police officers mentioned it in regards to a positive public relations theme. Adding this to
the advertising can show a transparent department, encourage women to apply, and show
the support of the department in regards to diversity.
4.5.7. Question 7
Question seven dealt with recruiting from HBCU’s and whether it had been
successful or not. A majority of the recruiters and current police officers all felt that
recruiting from HBCU’s had been successful, while about half of the college students felt
it was successful. One recruiter stated they “have seen success from HBCU’s, actually
track hiring.” As far as college students, they know a few fellow students who had been
recruited by a law enforcement agency who went to an HBCU, interacting with police
recruiters can change an individual’s opinion about law enforcement, and the departments
they have seen on campus has given them a positive image. One student even stated it
“helps if recruiters return to the school where they graduated from.” It shows how
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successful the program can be. As one current college student described, most recruiters
know exactly what to say in order to get an individual’s attention. While most current
officers have said recruiting from HBCU’s has become big in the last couple of years, it
has been successful and can send out positive signals. One recruiter also discussed that
one way to increase the success of HBCU’s was to offer onsite testing as discussed
previously. In their words, onsite testing can cut down multiple steps for applicants, and
can keep an applicant in the hiring pool. For recruiters, they would concur it has been
successful. To make it more of a recruiting tool, departments should develop a
relationship with an HBCU, get plugged into job fairs, and utilize officers who have
graduated from an HBCU to have a rapport with students. However, some recruiters warn
it takes time to develop these relationships. To have sustainability, sometimes requires
several repeat visits, according to one recruiter. I “just got calls today from individuals”
that he met a few months ago according to one recruiter.
As mentioned previously, only half of the college students had knowledge of
whether or not recruiting from an HBCU was successful. This could also be an impact
because most interviews of college students were from a non HBCU. In addition, current
police officers advised not to just rely on HBCU’s, but also to keep in touch with other
colleges where there has been success in minority recruitment.
There were two other avenues discussed earlier in this paper that need to be
discussed again, briefly, as viable alternatives for recruiting minority applicants. One
department does not utilize HBCU’s at all; they utilize their public school system, Boys /
Girls Clubs, Explorers, and a Police Aid program to develop prospects in their own
community. They start developing a talent pool in high school, all the way through
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starting the academy. One reason they want to hire individuals into (civilian) police
positions is they “get them through different districts and divisions, so they have a good
idea on where to take their career.” One other department suggested cannibalizing in
other parts of the United States where there is a large minority population. For example,
New York and New Jersey are two potential areas where individuals will wait several
years to try and gain employment on a police department. In the past, according to one
current police officer, when the department got serious about recruiting, they were able to
bring back a large number of black male and female applicants.
4.5.8. Question 8
The final question of this research was designed to discuss both positive and
negative approaches to recruiting. This question was designed to see these recruiting
techniques from the eyes of all three pools of respondents in order to get their viewpoint
on what works and what does not work.
All of the groups talked about the success of career fairs, and how this was an
important concept. “Meet and greets and going to career fairs has been the most
successful” according to one recruiter. Recruiters stressed diversity in the recruiting team
at the career fairs to talk with a diverse group of candidates. Current officers supported
the idea of career fairs, and not only having a diverse group of recruiters, but also
recruiters who can communicate with students and talk about all facets of police work.
Current college students supported this mantra, and added that it is not only good to talk
with students, but staying in touch with them after the initial contact. One college student
stated that when he “got a response from e-mail within five minutes” this enhanced his
view of the department. Lack of communication is a negative after the initial contact, and
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they want a recruiter who will be honest and not sugar coat it. In addition, students still
want to hear from recruiters about benefits, salary etc.
Building directly on career fairs, attending colleges was also very important.
According to current college students, having recruiters come into the classroom and do
presentations is beneficial. “Recruiters came into the classroom and talked with students”
this was seen as a benefit indicated by one of the students. It is also a benefit to have
officers who attended the college or HBCU where they are presenting, having a diverse
group of officers, and making sure the officers represent the department well were a few
other suggestions. In addition to college students, recruiters also listed HBCU’s as an
essential part of their recruiting program. Half of the recruiters also stated they utilize email and call applicants for a follow up after the first encounter, which was supported by
most college students. In this vein, recruiters stressed communication is important.
Current police officers also supported the idea of reaching out to universities and other
schools. Current offices also supported taking these efforts to other parts of the country to
expand the applicant pool. This would include Puerto Rico for Spanish speaking officers,
and other parts of the United States where there are heavy minority populations. “A
problem is that once the applicant applies to the department from out of state, we do not
provide transportation or lodging” which would encourage applicants to apply, according
to this officer.
Also discussed by recruiters as a success is social media and websites, which are
utilized to inform and stay in touch with potential applicants. This dovetails in with what
current police officers are saying about being overt in recruiting minority applicants.
Both recruiters and current police officers have stated that recruiting minority applicants

124
had to be a goal of the department. Current officers went on to say that to make recruiting
successful, it has to be properly funded, and the department has to be serious about
making it a goal to be representative of the community.
While the positive aspects are listed above, a few negative viewpoints were
discussed. Current students wanted recruiters who had a positive attitude, and whose
facial expressions did not contradict the message they were sending. In the past, some
students had met recruiters who had these issues. Current police officers feel recruiters
need to be proactive, use good verbiage, and have good diversity on their recruiting
teams. In the past, one police officer saw on a sign from a department he was thinking
about applying too “slackers need not apply” and it was an immediate turn off. There
needs to be more in the advertising than just “minorities are encouraged to apply.” In
other words, a neutral and down beat message will not be successful. The review on
newspapers, billboards, and magazines was divided with recruiters, but seemed to be on
the way out as a form of advertising as a whole. Making sure advertising and career
booths are up to date is essential. Having literature and booths that are not diverse is a
negative to minority applicants. To combat this, one student stated “if police departments
want a more proactive image than what the media puts out, like in Baltimore, they should
use social media websites to show a more positive image.” Finally, don’t miss any
opportunity to recruit. This means high schools, community events, and other
organizations. Not acting interested or striving to be reflective of the community in these
situations can be a negative for the department.
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4.6 Summary
After analyzing the interviews conducted with current undergraduate criminal
justice students, current police officers, and current recruiters some common themes were
discovered that would help in the recruitment of minority applicants in law enforcement.
In addition, after conducting these interviews it was interesting to garner the viewpoints
from these individuals to see the signals sent out by law enforcement, and how these
signals are interpreted. It was clear from most groups that overall progress has been
made, but among the current police officers and college students, more progress is still
needed. This dissertation was conducted in a qualitative format because the specific
literature on the topic was limited, and it was necessary to see how the signals sent in
recruiting impacted our minority recruitment efforts. In the next chapter, some specific
recommendations for future research, and proactive measures for minority recruitment,
are made due to the insights provided by the research participants.
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CHAPTER 5: SUMMARY, OUTCOMES, AND IMPLICATIONS

This research was conducted in order to enhance the area of minority recruitment.
One of the areas where a gap was located was the signals sent to potential minority
applicants in law enforcement. The discussion of these gaps is the main significance of
the study. The information collected in this dissertation will not only be summarized in
this last chapter, but outcomes and future potential implications from this research will be
discussed to improve future recruiting efforts.

5.1 Summary of this Study
In order to obtain an in-depth viewpoint on the topic, 30 interviews were
conducted. Fourteen of them were from current college students, 10 from current
minority police officers, and six were current police recruiters. In an attempt to get
several frames of reference, interviews were conducted in different parts of the United
States. For college students, three universities were utilized, one in the southern part of
the United States and two from the Midwest. Two large police agencies were utilized;
one from the Midwest, and one from the southern part of the United States. And finally,
recruiters were used from some of the far northern states all the way down to the far
south were used. While a comparison of the responses from different parts of the country
was outside the scope of this research, the variety of areas interviewed provided a rich
amount of information.
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5.1.1 Research Questions
There were eight questions asked for each group. The main proposition for each
question is discussed below:
1. What are the main messages conveyed to minority applicants, and how do you
show to minority applicants you have an interest in recruiting them?
2. In recruiting efforts by police departments, how well do they bond with potential
minority applicants, and how do you show a positive image of your department in
order to enhance recruitment?
3. Does legislation like the 1964 Civil Rights Act and judicial rulings like
affirmative action have an impact on recruitment, and describe why or why not
there is an impact?
4. Most police departments utilize written testing for hiring, how do departments do
something to minimize the anxiety among minority applicants? If so can you
describe what is done, if not what could be done to help?
5. Does discrimination still exist in the hiring of minorities in law enforcement, can
you describe why it does or does not exist?
6. What has been done to utilize a proactive public relations unit to enhance
minority recruitment, and can you provide some examples?
7. Has recruiting from HBCU’s (Historically Black Colleges and Universities) been
successful, if it has not been successful where do most departments recruit
minority applicants?
8. Can you describe both positive and negative recruiting techniques you have seen?
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5.1.2 Significance of This Study
When I was the Administrative Captain for a large Midwestern police agency,
Human Resources was one of the areas under my command. I, as many of my
counterparts across the country, strived to have a police department that was
representative of our community. While we went to HBCU’s, career fairs, advertised in
newspapers / magazines, advertised on movie trailers, and attempted to reach out to
community members, our success was moderate at the very best. When I contacted
several large police agencies, I discovered they were struggling with the same issues.
Early in my Ph.D. program I realized the need for this area to be researched.
In addition, another significant part of this research emerged during my interviews
with college students. Several of them referred to problems in Ferguson, Missouri and
New York City. One of them even advised me it would probably be difficult for me to get
interviews from college students due to racial tensions with the police department. As I
progressed through my research, I found that this respondent was correct. The hardest
group to establish a rapport, schedule, and contact for interviews was college students. In
fact, on one of my interviews, once into the first few questions one of my respondents
wanted to stop the interview because they found the discussion upsetting when she
reflected on her own interactions with law enforcement. After these issues, I clearly
realized the significance of this research, and the communities we police.
Finally, a comprehensive review of other agencies, and a sharing of information
will only improve all of our efforts. While several of the agencies recruited from the same
areas, some interesting discoveries were found. For example, almost all recruiters will
reach out to community groups in order to recruit. But some recruiters shared with me
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that specific groups have been successful for them and will be discussed later in this
chapter. Also, while most departments have felt starting their recruitment efforts in
middle school and high school might be too soon, one recruiter I talked with has utilized
their public school system as a feeder to their police and fire departments.
For all of these reasons, this research can offer a great deal of significance in
minority recruitment. In addition, this research will advance the Signaling Theory, and
can be utilized with other studies to improve the overall knowledge.
5.1.3 Methodology of This Study
As discussed in chapter 3, Grounded Theory was utilized in this research. Strauss
and Corbin (1994) talked about “Conceptual density” (p.274). Important in this concept is
the importance of the richness of the data, and always comparing and contrasting the data
as it is collected. With this technique, several main themes were developed. For example,
in question number four, the idea of mentoring was developed from the recruiters and
current police officers. While a majority of the college students interviewed did not feel
these tests would cause them any anxiety, most felt that a mentoring program would be
beneficial. This theme developed after several interviews by constantly comparing and
contrasting the information provided.
5.1.4 Data Analysis
Once the interviews were conducted and transcribed, main themes needed to be
established. NVivo and other research software were reviewed in order to evaluate the
information given. However, I was concerned that context and the flow of information
would not be discerned by a program versus doing it manually. Since I conducted all of
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the interviews, and typed almost of the statements (29 of 30), I was in the best position to
analyze the data. I took multiple steps in order to tease out the main themes from this
data. After transcribing the statements, I then grouped all of the data from each
respondent under the same question. I then went through line by line to uncover the
meaning of their statements breaking them into categories. I then counted the messages
conveyed in each category to develop main themes, and sub themes (Sekaran & Bougie,
2009). After this was done, I found several statements that supported the themes. After
doing all 24 questions in this manner from the respondents (within groups), I then went
across groups to look for gaps and common messages of the eight main propositions
discussed above.
5.1.5 Invariant Themes
After looking at the observations on the data, I was able to establish seven main
themes. They include; utilizing your resources to prepare applicants to become police
officers, utilizing career fairs, the need for a diverse and energized group of recruiters,
recruiting from Historically Black Colleges and Universities (HBCU’s), being proactive
in the area of YouTube and social media, diversity in advertising, discrimination in the
hiring of minority officers, and utilizing the Public Information Officer to enhance
recruitment opportunities. Along with these main themes there were several
subcategories that will be utilized to support these ideas.

5.2 Utilizing Your Resources to Prepare Applicants to Become Police Officers
While recruitment is important, working with the applicants is also important to
have success in the hiring process. In question one, current college students supported the
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idea of having recruiters who stay in touch, provide valuable information such as no drug
usage, and having frank discussions about the job are important areas for potential
applicants to prepare for the job. In question two, college students discussed how
knowledge of the job is beneficial. Overwhelmingly they felt having information about
the academy, and having stories about the job is beneficial to being able to relate the
applicants to the job. In question four, students expressed the advantage of mentorships,
tutoring and practice tests. Even though the majority of college students interviewed did
not feel the test process would cause them anxiety, but understood how the items
discussed could be a benefit to minority applicants.
Current police recruiters also supported this idea and one third of them felt
catering to minority applicants is beneficial in question one. This can be done by
conducting multiple testing steps when traveling out of state, discussing hiring and
promotion, and developing a positive image to encourage minority applicants. In
addition, on question 4, even though half of the recruiters stated they did not offer a
recruiting or mentoring program, they felt it would be beneficial. About half of the
departments offer either tutoring, or place study materials online for potential applicants
to study and prepare for the testing process.
Current police officers support this theme in question two by supporting having
minority officers to have a dialogue with recruits about the profession. Letting applicants
know how officers are treated, benefits, and what they will do when hired is important. In
addition, discussing with applicants the importance of community service was stressed.
Current offices supported study guides for applicants, discussing study habits with
potential officers, and mentoring was also supported among this group.
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5.3 Utilizing Career Fairs to Recruit Minority Police Officers
Career and job fairs were stressed by everyone across the board. In question one,
students enjoyed these venues because they could discuss benefits, training, and get
honest answers to questions from recruiters. Again, in question two, career fairs were
stressed by college students. In addition to the items listed above, having the opportunity
to see the interest departments can show in minority recruitment, discussing internship
opportunities, and specialty areas in the department can be discussed. Finally, in question
eight, career fairs were discussed again. During this question, students wanted recruiters
who represent their department well, were knowledgeable in the criminal justice field,
and who had positive nonverbal cues when interacting with potential applicants.
In question one, current police recruiters expanded the idea of career fairs outside
of colleges, and discussed minority events, community events, and other specialty events
that have a high attendance of females and minorities. In addition to attending career fairs
at colleges, it is beneficial to have officers who can perform class presentations on
campus. One recruiter even stated we “want colleges to look up and see we are a fixture.”
Finally, in the last question, recruiters stressed they need to have recruiters who represent
their target audience, and evaluating the events attended. They recommend making sure
to keep a stats sheet so you know where to utilize your time, and where you get the best
return for your investment of time.
Current officers stressed using career fairs at HBCU’s and colleges with a heavy
minority population to yield good applicants in question one. In addition, in question two,
it was stressed that you need to have recruiters who can make applicants feel welcome.
Recruiters need to demonstrate that this is the department where an applicant wants to
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work. In addition, when developing your recruiter list, it is important to make sure they
are more concerned about representing the department well instead of just a trip paid for
by the city. In question eight, going to career fairs geared towards applicants with
military experience is important. According to recruiters, this is a group with maturity
that cannot be overlooked.

5.4 Creating a Diverse and Energized Group of Recruiters
For current college students, in question one it was stressed that having more
minority officers coming to their school was important. They stressed minority officers,
because this would help to break down the barrier of minorities being afraid to apply to
law enforcement agencies. Having an officer from the audience you seek to recruit would
help open channels of communication, according to college students. In question two,
one student went on to add that the increasing number of minority police officers has
been important. In addition, having recruiters who are not afraid to approach white and
black females was stressed, and this engagement was necessary for a positive image. In
the final question, if you are recruiting from an HBCU, and you can have a recruiter that
graduated from the college return, it makes for a diverse recruiting team and provides a
positive light for that department.
In question one, recruiters discussed how a diverse recruiting unit stresses the
image that you want to have a more diverse department representing your community.
This group of diverse recruiters allows for bonding and a relationship to be developed. In
question two, it was clear on the importance of diversity in recruiting. In order to stress
recruiting with minority groups in the community, having a contact in the department
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they can relate too is important to one recruiter. In addition, it shows you are taking a
strong interest in minority and female applicants. In question 8, having a diverse
recruiting staff was tied to understanding where your recruits come from and was
essential to be successful. Getting away from the “Rah Rah”, according to one recruiter,
and talking more about the return to the community has been successful.
According to current officers, in question one, having a more diverse recruiting
unit will help target your message to needed applicants. This group also stressed to
survey current minority and female officers to get their input for successful recruiting
programs. In this manner, according to this group, you will be able to find out what needs
to be discussed with these groups to entice them to apply for law enforcement. However,
in question two, current officers acknowledge getting a diverse group of recruiters can be
difficult. On the other hand, they also support the idea that you have to understand
different cultures to be successful, have a dialogue with different groups, and strive to
match the demographics of your city. While it is difficult, all agree it is necessary to
strive for diversity in your recruiting team. Question eight summed up the area for current
officers. Their main point was that you have to be representative of your community, and
being diverse in recruiting shows applicants that you are serious about hiring minority
officers.

5.5 Recruiting from Historically Black Colleges and Universities
While recruiting from HBCU’s was discussed throughout all of the interviews, it
was stressed significantly in certain areas. In question one, for students, only a few of the
respondents (four) were from HBCU’s. However, a majority of the students felt they
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needed to visit colleges and recruit minority officers. In question seven, about half of the
students surveyed felt recruiting from an HBCU had been successful. Again, only getting
a limited response from students at HBCU’s could have had an impact on the strength of
this topic. However, a couple of students from HBCU’s did indicate they know students
who attended their university and were recruited by law enforcement agencies. In
question eight, HBCU’s were discussed in a general fashion at career fairs. This again is
where it was stressed that having an officer that graduated from that particular HBCU
was a benefit. Two students discussed a department from Michigan that brought officers
back who graduated from their college. It made them take a second look at law
enforcement and that department.
In question on, police recruiters felt that working with HBCU’s gave them a
platform to meet potential applicants. While discussing this topic with one recruiter, he
stressed sustainability is essential. You can’t just visit a couple of times a year; students
need to see you a lot. In question seven, a majority of the departments utilize HBCU’s.
One department even stressed they have officers sitting on the boards of some HBCU’s.
This gives them the opportunity to work closely with administrators and students. In
question eight, about one third of the recruiters advised me that recruiting from HBCU’s
has been successful. However, the other two thirds of recruiters were mixed. Some felt
recruiting from an HBCU was not successful, and stated utilizing appropriate career fairs
had a better return. In addition, one department utilizes their public school system in lieu
of HBCU’s.
Along with recruiters, current police officers felt recruiting from HBCU’s, and
colleges with large minority populations, is essential according to the responses in
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question one. In addition, for question seven, officers indicated recruiting from HBCU’s
has increased over the last several years. However, it was discussed that some parents
who send their kids to HBCU’s do not want their kids to choose law enforcement as a
career, and you have to convince the parents first. Another recruiter conveyed it was
important to signal to students at HBCU’s that the hiring process is fair. Question eight
was vague, but several of the current police officers stated that law enforcement agencies
have to reach out to colleges. In addition, you have to get into the classroom to talk with
students, and try to have younger officers talk to college students who can relate better.

5.6 Being Proactive in the Area of Social Media, YouTube, and Diversity
Dealing with the Millennial generation, it is not a surprise that YouTube and the
social media piece was discussed. One of the major complaints in question one from
current college students was the need to improve website visibility. In addition to the
platform of presentation, the diversity of advertising was discussed. Seeing more
minorities and females was important. Taking the opportunity to use YouTube videos to
let everyone know what their officers do on a daily basis was also suggested. Some of the
students, in question eight, also stressed that this is your opportunity to present a
PowerPoint presentation to indicate key points, utilizing e-mail responses to stay in touch
with potential applicants, and using social media to put your department in a positive
light.
Half of the recruiters, in question one, stressed they are starting to use YouTube
and social media more now to reach out to potential applicants. In addition, some
departments are using sites that have a large minority base to post these YouTube
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productions, and contact information for their department. In question 8, e-mail follow up
was stressed. One recruiter remembered an incident where an applicant missed their
testing date and contacted the department. The applicant advised the recruiter if he had
been e-mailed or tweeted he would have been there, but had gone weeks without opening
his postal mail. This strengthened the proposition that you have to connect with the
generation that you want to recruit.
Current officers also encouraged the need for social media in question one. They
even went on to add that having a more targeted message towards minority applicants in
social media is essential. Again, in question eight, using e-mail to stay in touch was
important. Taking this opportunity to be overt in your advertising, and have diversity in
your advertising is essential to increase minority recruitment according to current police
officers. In addition, training videos can be circulated to let individuals know what to do
when they are an applicant.

5.7 Discrimination in the Hiring of Minority Officers
Question number five dealt with discrimination; while it was discussed
extensively in this question, the topic was not discussed much in other questions. It was
clear from the interviews that a majority of college students and current police officers
felt discrimination still exists in the hiring of law enforcement officers. Some of the
reasons cited for this feeling was the news stories of Michael Brown and the tension in
Ferguson, Missouri, lack of minorities in high ranking positions on police departments,
and apparent pecking order in hiring police officers, according to the college students.
According to current police officers, being labeled as Affirmative Action police officers,
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being told they are physically gifted instead of working hard, being more scrutinized in
the hiring process, and having to double prove yourself are a few areas cited by these
individuals.
There was a little different perception from police recruiters. Half felt that
discrimination does not exist in the hiring process. A few others stated that some
applicants have expressed their displeasure with the hiring process, but seemed to be
more disgruntled about their own performance. About one third of the recruiters stressed
that if an applicant contacted them wanting to know why they failed the process, and how
they can improve; it was essential to answer those questions. In addition, about one third
of the recruiters felt it would be beneficial if the background investigators looked more
like the diversity you are seeking on your department. According to one department, they
use retired officers, and they are not online with current police applicants.

5.8 Utilizing Your Public Information Officer to Enhance Recruitment Opportunities
Question number six dealt with the use of the departments Public Information
Officer (PIO). While this can tie in with the point above on Social Media, I found it to be
a separate theme. A majority of the college students felt a more active PIO would be a
positive step toward recruitment. The PIO could release positive news stories to build a
positive reputation, demonstrate from a legal standpoint how officers’ conduct an
investigation, and build honesty and trust in the community.
Along these same lines, half of the recruiters work through their PIO’s in the area
of social media. In addition, on about half of the departments, the PIO office maintained
the website for recruitment. However, about one third of the departments have utilized
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their PIO’s to make positive public contact. One recruiter discussed that field contacts
can have a negative connotation in minority communities. When questioned by the
media, the PIO can use this opportunity to explain the job of law enforcement and
provide a positive image. In addition, according to another recruiter, the PIO has the
opportunity with public and media contacts to push the department’s brand to the public.
Over half of the current police officers also felt the PIO should be more utilized.
Again, utilizing the PIO to maintain the website was a positive. One recruiter said to have
the PIO use the website, and information they post, to target minority recruiting.
However, one recruiter said that if you are going to do this, you have to have a consistent
push, and it needs to be a unified effort. Again, as suggested by the other two groups, this
position has the opportunity to talk about police work itself, and form positive images. In
addition, utilizing the PIO with community groups such as churches and job fairs was
discussed.

5.9 Other Potential Topics
While the seven main themes above were discussed by most interviewees, there
were a couple of other approaches discussed. One current officer suggested going to areas
with heavy minority populations, but where hiring processes are very slow. This officer
cited New York City and areas of New Jersey. Some applicants, according to this officer,
have waited on the hiring list for major departments for years, and really want to be
police officers. This would be an opportunity to recruit minority applicants who are in a
waiting queue for another department. This is not an untested process; this would be a
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very close parallel to an article by Kravitz (2008) who discussed the Washington D.C.
Metro Police Department going to Puerto Rico to recruit Spanish speaking officers.
The second area that shows a great deal of promise is utilizing the public school
system. This department does not recruit from HBCU’s, and recruits from the public
schools, which has a large minority base. This department utilizes officers in the schools
to form a positive image of the police, they teach programs on how to deal with the police
in a public environment, and encourage students to seek a career in law enforcement.
After high school graduation, they hire 18 year olds as police aids or fire cadets. These
individuals have to go through the same process as sworn applicants. After three years of
successful service as an aid or cadet, they get a seat in the next academy class. This
program helps to have individuals who have served in behind the scenes positions on
both departments, and encourages the youth of this jurisdiction to stay out of trouble so
they are viable candidates.

5.10 Implications for Recruiters
As indicated by the major themes of this paper, recruiting will involve a
multifaceted approach.
These steps would include the following:
1. Preparing Applicants to Become Better Police Officers – Recruiting will not end
with only getting minority applicants to apply, but following through on the hiring
process. As indicated by the majority of the college students, they would not be
nervous about the testing process; though several were able to understand where
this phase would cause applicants anxiety. As one recruiter stated, helping
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applicants in order to not lose them because they are confused is essential. With
this in mind, mentoring, tutoring, and placing practice exams online would be
beneficial.
2. Attend Career Fairs – While this was one of the more popular activities for
recruitment, they need to be more refined and polished. This would include
evaluating your success at previous career fairs, targeting your market audience,
having a diverse recruiting team, and finishing the job with necessary follow up.
It would be very easy to register individuals and to stop at that point. However, as
pointed out in other parts of this dissertation, it is essential to stay in touch with
applicants that have a high degree of marketability. In addition, almost everyone
is in agreement that you need to be deliberate in your recruitment of minority
applicants. As one officer stated “minorities are encouraged to apply” is not
enough. Through displays, YouTube videos, and the demographics of your
recruiting team, demonstrate that you are serious about minority recruitment.
3. Historically Black Colleges and Universities – While few departments have
questioned their success in this area, most departments felt it was a beneficial part
of their recruitment strategy. Specific examples were provided in this dissertation
where college students had a positive image because of recruitment efforts at
HBCU’s. However, it was clear from this research that HBCU’s are not the only
colleges from which to recruit. There are several colleges that are not HBCU’s
who have a large minority population. These could be fertile recruiting
opportunities in which to hire minority officers.
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4. Utilizing the Public Information Officer – A lot of support was shown through
these interviews to utilize the PIO. However, the use of the PIO was varied. Some
do not utilize their PIO, some use them to maintain their websites and answer email, and others use their PIO in a well-rounded way. As mentioned previously,
there was a strong undercurrent in this research due to public events and media
coverage of police encounters. There is no question that the feeling of
discrimination discussed is impacted by these situations. If utilized properly, the
PIO can attempt to form a positive public image to enhance community relations.

5.11 Recommendations for Future Studies
When I began to conduct this research I had to decide if I was going to do a
quantitative or qualitative study. As I began my literature review I quickly discovered the
quantitative data available, in order to answer most of these questions, was sparse. The
true measure of this research is the implementation of these recommendations in a
recruiting campaign.
After a few recruiting cycles, a pre and posttest analysis can be conducted in order
to measure if improvement has occurred with the findings of this study. In a second
study, a mixed methods approach could also be employed. Along with the quantitative
data listed above, additional qualitative data can be gathered. Surveys can be distributed
to potential applicants for inputs, and recruiters could be interviewed for potential
refinement of the steps discussed above.
In addition, another topic uncovered that could have a large potential with
expansion would be the police cadet program. If you expand the program to the high
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school and middle school levels, officers can teach classes in criminal justice in order to
peak student interest sooner. It would be important to work with community and local
colleges to have these classes transfer to a degree in criminal justice. This could also be
combined with the police cadet program, in order to have a pool of college educated
officers entering your department. It would be an interesting study to look at the original
applicant pool in middle school all the way through the start of the academy. Where was
the program successful, where did you lose students and why, and finally, what is
necessary to improve the retention rate in this pool?

5.12 Summary
The need for diversity in police departments is essential. In this study I have been
able to look at the viewpoints of three groups, understand their perspectives, and review
the information to find common themes and differences. This research contributes to the
knowledge base of the Signaling Theory, and makes strides in the area of minority
recruitment. After almost 28 years as a law enforcement officer, it was a pleasure to work
with all three groups in order to expand the area of minority recruitment.
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Appendix A: Student Interview Questions

1. Main Question: In regards to the recruiting campaign of police departments to
hire officers, what messages are conveyed to minority applicants?
Follow up: How do police departments show their interest in recruiting minority
applicants through advertising, social media, websites etc?
2. Main Question: When utilizing recruiters for job fairs and other recruiting efforts,
as an applicant what do you take into account on how well the recruiters bonds
with minority applicants to encourage them to apply for their department?
Follow up: What signs have you seen that recruiters strive to form a positive
image of the police department they represent so the minority applicants will view
their department positively?
Follow up: What signs did you receive that put their department in a negative
light?
3. Main Question: As an applicant, what kind of impact does legislation such as
Affirmative Action plans, the 1964 Civil Rights Act, and others have on you
when applying to police departments?
Follow up: If the impact is significant, can you describe how?
Follow up: If the impact is negligible, can you describe why?
4. Main Question: Most police departments utilize written testing in the hiring
process. Do these tests cause you any issues in how they are constructed?
Follow up: If so, did the departments where you have applied offer some form of
tutoring or mentoring to assist applicants with this part of the process?
Follow up: If they did not, what would have been beneficial, as an applicant, to do
better in their testing process?
5. Main Question: As an applicant, do you feel discrimination still exists in the
hiring of police officers?
Follow up: If you feel discrimination still exists, can you provide some examples
of these concerns?
Follow up: If not, what have police departments done to alleviate some of these
concerns?
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6. Main question: In regards to the recruitment of minority applicants, what impact
does a proactive public relations department have on recruitment?
Follow up: What have you seen, or experienced, police departments do to enhance
minority recruitment through public relations?
7. Main Question: In my research I have located several Historically Black Colleges
and Universities (HBCU). Through your experience or knowledge, have
departments recruited from an HBCU and has it been successful?
Follow up: If not, from your experience and knowledge where do most
departments recruit minority applicants?
8. Main Question: As an applicant and after looking at several recruiting programs,
what programs would you point to that has been the most successful in recruiting
minority applicants, and describe why it is successful?
Follow up: In the same vein, what are some unsuccessful recruiting techniques
that you have seen or experienced?
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Appendix B: Current Police Officer Interview Questions

1. Main Question: In regards to the recruiting campaign from police departments,
what messages are conveyed to minority applicants?
Follow up: How do police departments show their interest in recruiting minority
applicants through advertising, social media, websites etc from this recruiting
campaign?
2. Main Question: When utilizing recruiters for job fairs and other recruiting efforts,
as an applicant, what do you take into account on how well the recruiters bond
with minority applicants to encourage them to apply for their department?
Follow up: What signs have you seen that recruiters strive to form a positive
image of the police department so the minority applicants will view their
department positively?
Follow up: What signs have you seen from recruiters that you would view as a
negative on their organization?

3. Main Question: When you were an applicant, what kind of impact did legislation
such as Affirmative Action plans, the 1964 Civil Rights, and others have on you
when applying to police departments?
Follow up: If the impact is significant can you describe how?
Follow up: If the impact is negligible can you describe why?
4. Main Question: Most police departments utilize written testing in the hiring
process. Did these tests cause you any anxiety?
Follow up: If so, did the departments where you were applying offer some form
of tutoring or mentoring to assist applicants with this part of the process?
Follow up: If not, what are some things that could have been offered in order to
assist you with the written portion of the applicant process?
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5. Main Question: As an applicant did you feel discrimination still exists in the
hiring of police officers?
Follow up: Can you provide some examples of these concerns?
Follow up: If not, what have police departments done to alleviate some of these
concerns?
6. Main Question: In regards to the recruitment of minority applicants, what impact
does a proactive public relations department have on recruitment?
Follow Up: What have you seen or experienced police departments do to enhance
minority recruitment through public relations?
7. Main Question: Through your experience or knowledge, have departments
recruited from an HBCU (Historically Black College or University)?
Follow up: From your observations or knowledge has it been successful?
Follow up: If not, from your experience and knowledge, where do most
departments recruit minority applicants?
8. Main Question: When you were an applicant, and after looking at several
recruiting programs, what programs would you point to that have been the most
successful in recruiting minority applicants, and describe why it is successful?
Follow up: Can you tell me some programs that were not successful and why?
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Appendix C: Police Recruiter Interview Questions
1. Main Questions: In regards to your department’s recruiting campaign what
messages are conveyed to minority applicants?
Follow up: How does your department show interest in recruiting minority
applicants through advertising, social media, websites etc?
2. Main Question: When utilizing recruiters for job fairs and other recruiting efforts
what does the recruiting unit take into account on encouraging the bonding
between minority applicants and the recruiter?
Follow up: How do recruiters from your agency encourage a positive image of the
police department so the minority applicants will view the department positively?
3. Main Question: From your experience with recruiting, what kind of impact does
legislation such as Affirmative Action plans, the 1964 Civil Rights, and others
have on recruiting minority applicants?
Follow up: If the impact is significant, can you describe how?
Follow up: If the impact is negligible, can you describe why?
4. Main Question: Most police departments utilize written testing in the hiring
process. Some of these tests can cause anxiety among applicants. Does your
department offer some form of tutoring or mentoring to assist applicants with this
part of the process?
Follow up: If tutoring or mentoring is offered, in what form do you offer and has
it been successful?
Follow up: If not, has your agency looked at offering this service?
5. Main Question: From discussion with applicants that you have had as a recruiter,
have applicants expressed they feel discrimination still exists in the hiring of
police officer?
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Follow up: What has you agency done to address some of these concerns by
minority applicants?
6. Main Question: In regards to the recruitment of minority applicants, what impact
does a proactive public relations department have on recruitment?
Follow up: How has your department worked to enhance minority recruitment
through positive proactive public relations?
7. Main Question: In my research I have located several Historically Black Colleges
and Universities (HBCU). Has your department recruited from an HBCU?
Follow up: If you have recruited from an HBCU has it been successful?
Follow up: If your agency does not recruit from an HBCU, where does your
department recruit for minority applicants?
8. Main Question: After looking at your recruiting program, what area would you
point to that has been the most successful in recruiting minority applicants?
Follow up: Can you please describe how this is utilized in your agency?
Follow up: Through your experience, can you tell me some recruiting programs
your agency has utilized that you did not feel were successful?
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Appendix D: Question Comparison Thermatic Graph
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Appendix E: Group Comparison Table

Common Areas
between students,
current officers,
and current police
recruiters

1. More targeted messages towards minority applicants
 Specific advertising towards minority applicants
 Recruit from schools with heavy minority
populations
 Recruiting from Historically Black Colleges and
Universities (HBCU’s) has become heavier the
past few years
 Concentrating on colleges where you have had
success
 Making sure minority officers (especially those
that have graduated from an HBCU) visit HBCU’s
and talk with students

2. Utilize your Public Information Officers (PIO)
 Have them utilize Social Media (Facebook,
Twitter, etc.) to help with recruitment
 Along with Social Media; utilization of YouTube
would be beneficial
 Updating of Internet websites
 Being proactive is a benefit
 PIO could improve rapport at churches and
schools

3. Bonding between recruiters and applicants needs to occur
 Minority officers would be beneficial to create a
dialogue
 Tutoring or mentoring would be helpful to form a
bond with the department
 Utilize female groups, minority sponsored events,
and schools
 Cater more to minority applicants in regards to
hiring
 Personable recruiters
 Take applicants under your wing
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Utilize e-mail feedback with applicants
Inform applicants about the job (benefits, pay,
process of being hired, training, etc.) / show
interest
Speak openly and honestly with applicants
Make sure applicants know ahead of time when a
department will attend their university

4. Make applicants feel welcome
 Build trust with police departments
 Affirmative Action Officers can provide input on
hiring and training processes, and keep process
fair
 Do a better job of targeting the minority
population
 Through advertising show a diverse pool of
minority officers to applicants (pamphlets,
websites, pictures, etc.)
 Onsite testing (colleges)
 Cut down steps for college students
 Go to states with large minority populations, and
long waiting lists (hiring process) from major
departments
 Be overt in the process they are looking for
minorities
 Reach out to student bodies at universities
 Make sure you are representative of your
community
 Need to expand recruiting efforts outside of
jurisdictional boundaries
 Agencies have increased efforts in recent years,
this needs to continue
 Address concerns regarding discrimination in
hiring
 Set the recruitment of minorities as one of your
primary goals

176



Make sure your recruiting program is proactive
and not just reactive
Go into the classroom in college settings and talk
with students

5. Diversity among recruiting teams
 Monitor the scrutinizing of minority applicants,
this would include credit history, and viewpoints
of minorities in law enforcement
 Balance the demographics of your recruiting unit
 Match recruiters with the minority group you are
trying to recruit
 Attempt to balance your background
investigations unit according to desired
demographics

6. Address concerns regarding the 1964 Civil Rights Act
and Consent Decrees
 Address how it is a benefit for past generations
and laid foundations for current employment
practices
 Address how not only does legislation have an
impact, but hiring diverse qualified applicants is
essential

7. Utilizing practice tests and study guides
 Post practice tests and study guides on department
websites

8. Career fairs are an important concept of recruitment
 Attend diversity and career fairs
 Very beneficial for law enforcement
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Common Areas



between current
police officers and




college students



Common Areas



between current



police recruiters
and college

students

Individual insights



into recruiting
efforts





It appears recruitment efforts have improved over the past
few years
Testing did not cause a great deal of anxiety
Improved website visibility has been important to reach
applicants
The majority of college students could not recall anything
putting recruiters in a negative light

About 2/3 of police recruiters felt the 1964 Civil Rights
Act and Consent Decrees had a positive impact
College students concurred the 1964 Civil Rights Act and
Consent Decrees impacted minorities getting into law
enforcement, and impacts what recruiters say, offer and
show about their departments
Some recruiters and students stressed mentoring and
tutoring needed to be improved

Several current police officers felt study habits of current
police applicants was a problem, in addition several felt
recruiting had to be funded
Several police recruiters felt it was difficult to take bias in
the hiring process, utilizing the Public Information
Officer had been successful, and these programs are
developed over time
Some of the students expressed hiring of officers should
be based on more than one test or process
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Appendix F: Original IRB Approval Letter
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Appendix G: Original Consent Form for Law Enforcement Officers
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Appendix H: Original Consent Form for Police Recruiters
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Appendix I: Original Consent for Criminal Justice Students
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Appendix J: Renewed IRB Letter
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Appendix K: Renewed Consent Law Enforcement Officers
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Appendix L: Renewed Consent Police Recruiters
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Appendix M: Renewed Consent Criminal Justice Majors
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Appendix N: Approval Amendments
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